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ABSTRACT 


A MINISTRY MODEL THAT TRAINS YOUTH 
MINISTRY LEADERS IN SUCCESSION 
PLAN DEVELOPMENT 


by 
Timothy Jackson, Jr. 
United Theological Seminary, 2015 


Mentors 
J. Derrick Johnson, D. Min. 
Millicent Hunter, D. Min. 


This project focused on the need for succession planning in youth ministry. In corporate 
and non-profit sectors, succession planning is commonplace and an important element in 
leadership transitions, but 1s lacking in many churches. The goal of the project was to 
train youth ministry leaders in the development of a succession plan for their respective 
area. The project proved that when an effective succession plan exists, youth leaders are 
more confident as leaders, and allows for more effective leadership transition, and 
minimizes the difficulties ministry leaders experience. The findings within this project 


were validated through data triangulation. 
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INTRODUCTION 


If a survey was taken of church leadership throughout the world, it would be 
difficult to find a leader who desires their ministry to fail. If anything, it is the desire of 
most leaders that their ministry be better and experience exponential growth under their 
leadership. Of course, the definition of growth is both relative and objective, depending 
upon the leader. Unfortunately, for many church leaders conflict and the struggle for 
power sometimes impedes the transition from conscious succession planning to concrete 
succession planning. Nevertheless, most leaders yearn to see their ministry be successful 
during and post their leadership term. 

While success is an intrinsic desire of all leaders, many lack a plan to ensure or 
facilitate the future success of their ministry beyond their span of leadership. It is safe to 
assume no leader will serve eternally, but unfortunately many leaders function in their 
leadership roles as if they will. This is seen in the failure of many leaders to develop a 
succession plan to assist in the assimilation of new leaders. Sometimes new leaders do 
not know what they do not know. Therefore, a succession plan provides new leaders with 
critical information about processes and personnel which will be beneficial in 
formulating new ideas and possibly identifying areas of improvement. In addition, a 
succession plan will allow the ministry to have more effortless leadership transitions, 


while maintaining the efficacy of the ministry itself. The concept of succession planning 


is commonplace in the corporate arena. Corporate leaders design succession plans to ensure 
the future success of their organizations. The elements of the plan vary from leader to leader 
and organization to organization, but effective leadership continuity without a decrease in 
productivity is the ultimate goal of every succession plan. Succession planning is a significant 
element in the business practices of the most successful businesses in America, including the 
company the researcher has been employed with over fifteen years. 
While succession planning is commonplace in the corporate sector, it 1s not 
widely embraced by the church at-large, particularly the African-American Baptist 
church. Interestingly, the church at-large experiences more transitions over time than 
most corporate organizations. In light of this, succession planning should not only be 
embraced by the church, but history suggests a tremendous need for succession planning. 
Over the years, the longevity of church leaders serving in various capacities 
seems to shorten over time. Statistics suggest that Senior Pastors serve at a church for up 
to five years. For youth Pastors and youth leaders, the average length of service 
diminishes even further to a maximum of two years. With continual changes in 
leadership, there is a need for succession planning to assist incoming leaders in more 
effective leadership transitions and ensure continuity within the ministry. While some 
sects of Christianity have transition plans in place, the overall effectiveness of those plans 
are questionable. The problem is that many churches and ministries encounter when 
leadership transitions occur. An effective succession planning should lessen or eliminate 
this issue. To address this problem, this project will utilize qualitative research to develop 


a ministry model to train youth ministry leaders in the development of an effective 


succession plan. The objective of this research project is to train and educate current and 
future youth ministry leaders on the importance and development of succession plans for 
their respective areas of ministry. 

Chapter One, Ministry Focus, discloses the researcher’s life in both corporate and 
church sectors and how those experiences connect with the ministry model to train youth 
ministry leaders in developing a succession plan. This chapter will demonstrate how 
numerous life experiences served as training ground for the researcher to speak to and 
perform the task of succession planning. It is through the life experiences, successes, and 
failures of the author that birthed a passion for succession planning and the desire to 
witness ministries prosper beyond the leadership of an individual. 

Chapter Two, Biblical Foundation, will explore both Old Testament and New 
Testament examples of biblical leadership transitions where succession planning appears 
evident. It includes an exegetical discussion on the leadership transitions from Moses to 
Joshua in the Old Testament and Paul to Timothy in the New Testament. 

Chapter Three, Historical Foundation, will discuss the history of succession 
planning and its impact on past generations. This chapter will explore the implications of 
succession planning before the concept was officially defined. Furthermore, the chapter 
will scrutinize the history of succession planning or the lack thereof in the African- 
American church. 

Chapter Four, Theological Foundation, will argue the leading theological ideas 


that inform the concept of succession planning. This chapter also focuses on the critical 


need for youth leaders to have an understanding of basic biblical principles in order to 
properly lead and disciple today’s youth. 

Chapter Five, Theoretical Foundation, will review written expertise in the area of 
succession planning. This chapter will probe succession planning and its impact in the 
corporate sector. It will also demonstrate how the church at-large can benefit from its 
implementation by modifying principles and elements included in many corporate 
succession plans. 

Chapter Six, Project Analysis, will describe the methodology used to determine 
the effectiveness of the project. It will elaborate on the field experience of the researcher 
in implementing the project. The hypothesis, research method, and instruments utilized 
are discussed in this chapter. Lastly, the chapter will provide a summary of the 
researcher’s findings, observations, and experiences throughout and subsequent the 


project. 


CHAPTER ONE 


MINISTRY FOCUS 


From the moment the researcher entered the world, he would be different from 
everyone around him. At birth, he was nine pounds three ounces and twenty-one inches 
long born. He was the largest baby and only African-American baby in the hospital’s 
nursery. He was an only child born to his parents, but his father, had four other children. 
Because he was the only child of his father to have both parents in the household, it bred 
resentment from his older siblings. Over time, the resentment of the siblings waned, 
which was a welcomed transition for the researcher. Despite his parents’ marital 
challenges, the researcher shared a very special relationship with his father. However, 
throughout the years, their relationship experienced its share of challenges as well. The 
researcher also shared a great relationship with his mother. She loved him more than 
anything. In light of her marital challenges, she poured all of her love into her son. Her 
husband worked as a truck driver, often working two to three jobs simultaneously. 

Because of his father’s hectic work schedule, the researcher and his mother spent 
a great deal of time together. They had a mother/son relationship many admired. 
However, at the age of fifteen, the researcher transitioned from a respectful mild- 


mannered young man to one who was rebellious and disrespectful. At one point, the 


relationship between he and his parents became so strained that they considered taking 
him to Juvenile Court to be locked up simply because they felt out of options. 

While taking him to Juvenile Court never materialized, his mother continued to 
demonstrate an unwavering love for him.despite his disrespectful actions. On many 
occasions, the researcher would come home late at night to find her on her knees beside 
the bed because she had fallen asleep in prayer for him. The researcher’s mother never 
gave up on him, but continually prayed for him. The love his mother lavished on him was 
his first glimpse of the love of God before he developed his own relationship with God. 
Sometime later, the researcher began to transition into the young man he was raised to be. 
This was a transition welcomed by his mother and their relationship was greater than it 
had ever been. In addition to this transition, the researcher began to not only go to church, 
but the church was actually becoming a part of him. He began to make changes in his 
lifestyle that were completely against the tradition of philandering that had become part 
of his family. 

While establishing a closer walk with God should have brought him closer to his 
father, the researcher’s relationship with God seemed to be a source of division. In 2005, 
he and his mother went to the doctor only to find out the ovarian cancer she thought she 
defeated over a decade earlier had returned. Only this time the cancer was in her lungs 
and her lymph nodes. This news devastated the researcher because he prayed, fasted, and 
believed God that his mother was healed and the news would be favorable prior to her 
appointment. However, from that moment forward, he never had the same level of faith 
he had prior to that day. While he continued to believe God is a healer and is able to 


perform miracles in the lives of people, he did not pray for that in his own life. His prayer 


posture transitioned from a position of expected victory to a submission to God’s will, 
whatever it may be. 

After a few years of chemotherapy, his mother’s body no longer responded to the 
cancer treatments. At this time, her husband was almost the man she always wanted. As 
their relationship began to grow to a level it had never been in over thirty years of 
marriage, her health began to decline. During a hospital visit, the researcher sat with his 
mother as the doctor told her there was nothing else they could do and suggested hospice. 
Taking everything in him to hold it together, he began to encourage his mother that 
everything was going to be okay, despite subconsciously feeling she would soon pass 
away even prior to this point. Three and a half weeks later, he arrived at her house to find 
her virtually motionless yet breathing. Hours later, family and friends filled her home 
when she coughed and breathed her last breath. Unable to bear the fact that his mother 
basically died in his arms, the researcher stumbled to the living room collapsing into tears 
because the only woman who made him feel worth anything was gone. 

Shortly after witnessing his mother pass away he began to be resentful toward 
God because his mother was no longer alive. Before the resentment could take root, the 
Lord reminded him that his mother never belonged to him, realizing ultimately she was 
God’s child. Instantaneously, the researcher transitioned from anger to praise because he 
then recognized how blessed he was to have his mother for thirty-two years. This began 
the ultimate transition in his life. He had not experienced the death of anyone remotely 
close to him thereby his first experience with death was the passing of the person closest 


to him. Nevertheless, the plans his mother left for him allowed him to move forward in 


peace knowing he fulfilled her desires, thereby planting an early seed for succession 
planning in his own life. 

After the passing of his mother, amazing things began to happen in the lives of the 
researcher and his father. They developed a relationship that was stronger than it had ever 
been. Months later, his father had become a Trustee at his church, served faithfully in the 
men’s ministry, and relentlessly supported his son in all of his endeavors. The 
researcher’s father became everything his wife and son always desired him to be. 
Unfortunately, it took the death of his wife to transition him to that point. Witnessing the 
work of God in the life of his father showed the researcher that no one is out of God’s 
grasp. From that day forward, the researcher’s faith in God was restored, knowing God 


has the power to change anyone or anything. 


Childhood and School Years 

Being an only child born to his parents, the researcher’s childhood was filled with 
everything a child could ever want. Growing up in a middle class neighborhood, he was 
the kid many considered to be one of the best basketball players in the area. Despite 
being considered first when it came to basketball, the basketball court was the only place 
he was considered to be anything other than an underdog. 

In elementary school, the researcher was darker-skinned than most of the students 
and had crooked teeth, but tried to blend in as best as he could by trying to keep up with 
the latest fashions. Nevertheless, it was tough for others and even him to get past the way 
he looked—especially his teeth. Year after year and day after day, jeering and the hurling 


of epithets were commonplace whenever he entered a classroom. Knowing there was 


more to him than dark skin and crooked teeth, he resorted to academic excellence as a 
way to outperform everyone around him. Despite all the nbbons, awards, and 
congratulatory gifts from his parents for his academic performance, the pain of being one 
whom his peers did not seem to love or accept was never overshadowed. 

After elementary school, he journeyed on to middle school where the jeering 
subsided—probably as a result of the braces that laced his teeth at the time. Though he 
experienced some good times at that point in his life, his greatest memory was not at 
school, but at his home church. Attending church one Sunday morning, he was oblivious 
to what he would later experience. During the service, he sat with his parents intently 
listening to the Pastor deliver the message. As the sermon neared its close, the Pastor 
opened his arms asking people to join the church or to receive Christ as their personal 
Savior. On this particular Sunday, the researcher felt as 1f someone was in his ear saying, 
“so on up there.” After a few minutes battling with this voice in his ear, he stood up, 
went to the front of the church to receive Christ and join the church. The Pastor asked 
him a series of questions to which he nervously answered with what he heard everyone 
else say rather than what he should have said. 

The researcher found himself going to everything at the church—Bible study, 
choir rehearsal, youth trips, Sunday School, simply because he wanted to see a young 
lady he admired and happened to be the daughter of the Youth Director. Despite his 
misguided reason for coming to church, he learned a lot and eventually developed a 
genuine relationship with God. Reflecting on his own experience, as a Youth Pastor, the 
researcher had no issue with young people coming to church for the wrong reasons 


because he knew what God could do in the midst. 
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When the researcher entered high school, his life began to shift. In high school, 
he had experienced a physical, mental, and emotional metamorphosis. By this time, he 
was six feet three inches in height, slim, straight teeth, and confident. In his senior year, 
his classmates overwhelmingly selected him to reign as king of the high school. While 
attending high school, the researcher was contacted about a summer job opportunity. 
Excited about the opportunity to earn his own money, he arrived at the location only to 
find several hundred other teens, that were obviously there for the same reason. Over the 
course of that summer, his job was meet with nine other teens downtown, get on a bus 
driven by local college student, go to various environmental agencies around the city and 
learn about them. They were to write a one-page report on what they learned and turn it 
in the following day. After visiting some of the agencies, it became an interest of his to 
the point that he decided to major in Environmental Science in college. Little did the 
researcher know that his very first job would lead him to a career in the environmental 
arena, as an adult. 

After high school, he matriculated on to the University of Tennessee at 
Chattanooga. He decided to pledge Kappa Alpha Psi Fraternity, Inc. When officers were 
being selected, he was chosen to be President of the fraternity’s youth organization for 
young men. He was flabbergasted at being chosen to oversee the organization because he 
and three of his friends were the very first members from his high school to participate in 
the organization. In five years, he transitioned from being a pioneer to President of a 
youth organization that would eventually lead him to become the first youth Pastor at his 


home church. 


The Call to Ministry 

In college, the researcher continued to attend church regularly despite his 
wayward behavior on campus. Even in college, people would tease him about one day 
becoming a preacher. When the proclamations were made, it made his stomach turn as if 
towels were being twisted in his stomach. The feeling was so uncomfortable that he 
would literally beg individuals to stop saying it. Over time, it reached a point where he 
loathed even hearing anything in reference to his supposed future of preaching because it 
made him so physically uncomfortable. 

On Sundays, he followed his usual route to the church he attended, passing many 
churches on the way. However, there was one church that captured his interest each time 
he passed it. Each Sunday he passed the church, he felt the need to visit. One Sunday, as 
he was sitting in another church, the thought of the church became overwhelming to the 
point where he got up in the middle of service and headed to the church that captured his 
attention. Interestingly, he arrived just as they were recognizing the visitors. Being 
embarrassed about his lateness, he was hesitant when they asked the visitors to stand. 
However, after getting a look from an usher, he shyly stood up, introduced himself and 
stated what church he was from. He left service not thinking much about it, still 
wondering why the church seemed to call out to him week after week. Several weeks 
later, the researcher decided to visit the church again for a Wednesday night service. 
When he arrived, there were no cars in the parking lot. However, he went inside the first 
door he saw in order to inquire about the service time when he was greeted by the Pastor. 
After learning there was no service that night, the Pastor told the researcher he had been 


looking for him. The Pastor went on to say, “I’m going to tell you something and you 
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12 
have heard this before, but God 1s going to call you to the ministry.” As soon as the 
words parted from the Pastor’s lips, the researcher’s eyes filled with tears, while his 
stomach made its usual turns and dropped to his feet. The Pastor then invited him to go to 
the sanctuary to have prayer and a short Bible study with him and some of his deacons. 
As the Pastor prayed, the researcher looked up and silently accepted the call to the 
preaching ministry. This was the first time he ever opened himself to the fact that God 
was indeed calling him to the preaching ministry. From that day forward, his stomach 
never turned again when someone spoke of his future in ministry. The researcher came 
back to campus 1n pure bewilderment of this experience, he went to the library to study 
and attempt to get this experience out of his head. 

He walked into the library and sitting at a nearby table studying was his frend 
Ashiqua. He began to pour out to her about his experience and year of struggle with the 
call to ministry as she quietly listened. After returning to the dorm, he greatly anticipated 
telling his mother about what happened at the church. When he finally finished, he was 
anticipating her to burst into laughter. Nevertheless, to his surprise, she responded 
without surprise and with words that suggested she always sensed the call of God on his 
life. Because the woman whom he loved so much of said it was something she always 
sensed, he was not so quick to brush off his experience at the church. 

About a year after that experience, the researcher was working at a local 
photography company when he decided to maximize the down time and jot down some 
youth ministry ideas to share with his Pastor in Memphis. There were many things he 
wanted to implement after graduating from college in the next year or so. The following 


week, he came home to Memphis and attended service at church one evening. As he 


13 
walked around the front of the church to give an offering, the Pastor descended from the 
pulpit and whispered in his ear, “It’s all over you.” Tears filled his eyes because he knew 
exactly what the Pastor was referring to. After service, he and the Pastor went to the 
Pastor’s study to discuss it further. During the conversation, the Pastor said, “As you 
were standing up there talking, God spoke to me and said, ‘there is your Youth Pastor.” 
Little did he know the researcher had the youth ministry ideas he worked on in his 
pocket. Despite this experience along with the experience at the church in Chattanooga, 
the researcher was still somewhat unconvinced God was indeed calling him to the 
preaching ministry. However, God remained persistent. 

Because the researcher had so many peculiar experiences as it pertained to God 
possibly calling him to preach, he thought about scheduling an appointment with the 
Senior Pastor at another church in Chattanooga. He figured the Pastor did not really know 
him, so he continually postponed contacting the church to schedule a meeting and never 
did. During one Sunday service, as everyone sang the congregational hymn, the Pastor 
looked directly at him. At that moment, the researcher knew the Pastor had received a 
revelation for and about him. It did not catch him by surprise when he received word that 
Pastor wanted to meet with him. 

What was once postponement revolved into blatant ignoring because he knew 
what the Pastor was going to discuss. However, God knew the researcher was stubborn, 
there was more confirmation was needed. During his devotional times in college, Luke 
4:18-19 seemed to jump off the pages of the student’s Bible night after night.!® "The 
Spirit of the Lord is on me, because he has anointed me to preach good news to the poor. 


He has sent me to proclaim freedom for the prisoners and recovery of sight for the blind, 


to release the oppressed, !” to proclaim the year of the Lord's favor." After some time of 
this happening, the researcher reached a point that he purposely avoided the page with the 
Scriptures on it. Yet, the verses continually called out to him each time he picked up the 
Bible. This is what was necessary to convince him that God was speaking to him rather 
than to and through other people about what God’s plans for his life. Finally convinced of 
the call to preach, he was still uncertain of when he was to step out and pursue this call. 
He was afraid of the transition it would require in his lifestyle. 

The morning of February 14, 1998, marked one of the most life-changing events 
of the researcher’s life. As he drove to work, he made a nght turn and woke up in an 
ambulance. He spent a few hours in the hospital unbeknownst to what happened. After 
finally waking up, he knew something was wrong and that he had been in some kind of 
an accident. Soon after, a doctor came into the room and told him that he had a major 
collision with a church van full of people and he had a mild concussion. The doctor went 
on to tell him that the paramedics found him unconscious on the passenger side of his car 
on top of his Bible. As the nurse bandaged him up and prepared him for discharge, they 
instructed his friends to ensure that someone stayed with him overnight to wake him 
every so often to ensure that he did not slip into a coma. 

The researcher’s friends immediately contacted his friend Ashiqua to come stay 
with him and she agreed. He soon realized the accident was more than a collision of a car 
with a church van it was a collision between a renegade and God. God was calling him to 
transition. It seemed as if God had to literally crash into him in order to get his attention. 
The researcher immediately began to make some lifestyle changes in preparation for the 


preaching ministry he was called to. As graduation approached, he sent over one-hundred 


resumes to companies all over the country all while hoping he could land an 
Environmental Specialist job at FedEx where he previously worked as an intern. More 
importantly, working at FedEx would allow him to work in Memphis and be close to his 
mom. A few months prior to graduation, he was contacted by one of the managers at 
FedEx to notify him that an Environmental Specialist position would be opening soon. 
This was an opportunity of a lifetime, so he anxiously awaited graduation. 

Graduation was on Sunday, December 19, 1999. After graduation, he had to 
quickly pack and prepare for his dream job interview the next day. Monday, December 
20, 1999, he interviewed for his dream job. On Tuesday, December 21, 1999, the 
manager called him and offered him the job with a salary that exceeded his expectations! 
Only because of God’s goodness could someone graduate on Sunday, interview on 


Monday, and be offered their dream job on Tuesday! 


Ministry 

In the same month, the researcher began working at FedEx, while also beginning 
to work with the youth and young adults at his home church. He went on to preach his 
first sermon in November of the same year. A few years later, he had the opportunity to 
speak at a Men’s Conference at another local church, where he met one of his fraternity 
brothers who are also one of the featured speakers. After hearing his fraternity brother 
preach, he was determined to have him preach at his church. Several months later, this 
determination became a reality. After his fraternity brother preached youth revival at his 
church, the researcher secretly became nervous about visiting his fraternity brother’s 


church. He was such an admirer of his preaching he thought he would leave his home 


[5 


church and become a member of his church. Therefore, he never visited the church, but 
then his fraternity brother invited him to preach on youth day at his church. 

Months later, his fraternity brother called and offered him a part-time Youth 
Pastor position at the church he pastored. Because he was getting married a few months 
later and he was content at his home church, he respectfully declined but expressed his 
appreciation for being considered. Ultimately, he was afraid of transitioning from the 
only church he had known. However, the researcher decided to fast and pray about it. 
During his time of prayer and fasting, he was questioning his passion for youth ministry 
because he thought he was burned out. While watching ESPN one evening, Shaquille 
O’Neal was traded from the Los Angeles Lakers to the Miami Heat. Surprised by the 
trade, God began to speak to him as he watched. God showed him that it was not that 
lacks a passion for basketball that caused him to be traded instead he simply needed to 
change teams. This was the researcher’s confirmation that he needed to change teams, by 
transitioning from the only church he had known to go to another church. Little did he 
know that a preaching engagement years before would lead him to become Youth Pastor 


of the very church he was nervous about visiting. 


Family 
While God intricately ordered the researcher’s steps into the ministry, God also 
mysteriously ordered his steps to his friend, now wife, Ashiqua. One summer night, he 
received a call from a friend telling him that someone from her church was going to 
attend the same college he attended and she wanted him to look out for her. Throughout 


the year, they occasionally went to the grocery store together, but that was primarily it. 


They were simply friends, nothing more and nothing less. However, this young lady’s 
character was not something to be taken lightly. She had the respect of virtually every 
young man on campus—including him. Whenever he needed something, he would call 
Ashiqua. The first time he had one-on-one Bible study with a woman, it was with 
Ashiqua. When he was struggling with the call to the ministry, it was Ashiqua whom he 
talked to. When he had the life-changing car accident, it was Ashiqua who stayed 
overnight with him to ensure he did not slip into a coma. When he preached his first 
sermon, she was there to support him after catching a five-hour ride to and from 
Memphis on a Sunday evening and having to be in class early the next morning. Despite 
all of this, she and the researcher were friends, nothing more and nothing less. 

A few months after graduating from college, the researcher and several young 
adults attended a conference in Nashville, Tennessee, not knowing much about the 
conference or who would be there. As he walked into the venue, he saw and hugged 
Ashiqua when he experienced a feeling that he could never forget. This was not a feeling 
of lust at all, this was something special. For the next few years, he questioned what the 
feeling was about because he did not understand why the feeling would surface each time 
he was on the threshold of commitment. Finally, he came to the resolve there was 
something divine about it. Therefore, he decided to date her and see what happened, thus 
beginning the transition from friendship to something more. It did not take long for him 
to discover he began to see that she was purposed to be more than just a friend. However, 
it was not until they were married that God gave him understanding about the feeling he 
had experienced six years earlier. God revealed to him the reason why the feeling of 


hugging her was so different was because it was the first time he ever hugged himself. 
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Context of Ministry Focus 


The author had great difficulty accepting transitions. Many times, this difficulty 
was manifested in conflict with himself, his family, and even God. When we survey the 
landscape of society, many people struggle with the acceptance of change. This difficulty 
is seen nationally, locally, and even in the church. Conflict and the struggle for power 
seem to be prevailing forces in the struggle in accepting transition in the United States of 
America. This is seen in many states, particularly Tennessee, the home state of the 
researcher. 

Despite the Affordable Healthcare for America Act being signed into law, many 
healthcare companies refused to accept the transitions the law called for and began 
searching for ways to circumvent the law. Several healthcare companies and businesses 
increased their premiums and increased the cost of healthcare for their employees. In fact, 
one of America’s leading healthcare companies responded or rather rebuked the 
healthcare reform law by increasing the premiums of approximately 90,000 individual 
plan members. Nevertheless, company officials later decided to refund their customers. 
While the company should be credited with reversing its decision, it cannot be 
overlooked that its struggle to accept transition is what led to the initial decision to 
increase premiums. One would think the company would welcome the opportunity to 
gain more customers and to provide healthcare for fellow Americans. Nevertheless, it 
became apparent the company was more concerned about its bottom line than the health 
and wellness of the people that create the bottom line. 

Conflict and the struggle for power are not just prevailing forces at the national 


and state levels but they make local appearances as well. The city of Memphis is the 
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largest city in the state of Tennessee. The city and its suburbs are located within Shelby 
County. Interestingly, there are five different locales and govemments within the same 
county. The city of Memphis as a whole is separated into two entities, known as the city 
and the county. 

The city is the area that exists within certain boundaries and the county is the area 
that exists outside of those boundaries, but the entire area 1s located within Shelby 
County. While the city has a single govemment, the county includes four suburbs, each 
with their individual govemment and tax structure. Citizens who live in the county pay 
only county taxes. However, those who live within the city’s boundaries pay both city 
and county taxes. 

Even the educational systems are different between the city and the county. The 
city schools have separate funding and a separate curriculum than county schools. While 
all of the schools are located within Shelby County, students from county schools have 
been found to perform significantly better than city school students. As one may imagine, 
the poor and lower middle-class live in the city and are burdened with the tax 
responsibilities for areas they do not live. 

In addition, they lack the opportunity to benefit from the county school system 
their taxes help to fund. Of course, the wealthy and upper middle-class resides in the 
county, living comfortably as they pay only a single tax. This unusual dynamic came 
about as a result of conflict and the struggle for power between the privileged and the 
underprivileged. When everything is considered, it provides a clear picture of the racial 
divide that has existed and continues to exist in the state of Tennessee and the city of 


Memphis. 


The racial divide in the state and in the city has incessantly been the nuance no 
one addressed until 2012. As mentioned above, students in the Memphis City School 
system continually scored low in academic performance among Tennessee schools K-12. 
With a desire to balance the scales between the city and the county, the Memphis city 
school board decided to relinquish its charter, merge with the county schools and form a 
Special School District. 

This would bring the entire county together to form an equal school system that 
would benefit all of the children who live in any area of Shelby County. The final 
decision was in the hand of voters, in which sixty-seven percent of voters made the 
historic decision to relinquish the city’s charter. When the Memphis city school’s charter 
was officially surrendered, opposition quickly came from power brokers in the suburbs. 
Having no transition to a single school district, officials and residents in each of the 
suburbs sought to establish municipal school districts that would prevent outsiders from 
attending their schools. 

Interestingly, establishing municipal school districts was never considered prior to 
the city’s decision to relinquish its school charter. One Tennessee judge ruled against the 
formation of municipal school districts, stating it was not constitutional, but even that 
was later overturned as the result of an appeal. On the surface, this debacle gives the 
appearance of a mere educational battle. Nevertheless, it is virtually impossible to ignore 
the strain of transition for the city and the county. Unfortunately, conflict, the struggle for 
power, and difficulties with transition are not only dominant in the country and in the 


local area, but they are also prevailing in the church. 
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The Former Church 


In the 1980s and 1990s, one of the premier African-American Churches in 
Tennessee was heavily involved in the community, owned several acres of land, several 
buses, and had thousands of parishioners in worship. The Senior Pastor was bi- 
vocational, and developed a reputation of being a true servant-leader. The church 
developed a rich tradition of service and worship. The people of the church were always 
willing to serve in whatever capacity that was needed. It was not unusual for the pastor to 
serve as the bus driver for out of town church trips, cook alongside the culinary ministry 
of the church, and personally support people and ministries of the church. 

Under his leadership, the church experienced exponential growth spiritually, 
numerically, and financially. The love the people had for their pastor was unparalleled. 
The love for him transcended the church walls into the local community. He served as a 
member of the City Council, while also serving on boards for several community 
organizations. After thirty years as Senior Pastor, the pastor made the decision to retire. 

The church unanimously voted to brand him Pastor Emeritus. In an attempt to 
properly transition the church he loved so dearly, he handed the pastoral baton to his son 
and Co-Pastor. After almost two years serving as Co-Pastor to his father, he officially 
assumed the Senior Pastor position. As the son took the reins of leadership, the deeply 
embedded culture his father created quickly began to change. The change was not 
welcomed by a remnant of people at the church. Many of the members had become 
accustomed to the traditional style of preaching the father presented Sunday after Sunday 
for approximately thirty years. Many congregants simply did not like the son’s style of 


preaching and other mannerisms. 
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Between the father and son, there was a difference in the view of the Holy Spirit 
and its expression in worship. While speaking in tongues was not a part of worship under 
the father’s leadership, the son considered its operation an integral part of worship. 
Again, this was disappointing to those who were accustomed to the father’s leadership 
and doctrinal teachings. After almost two years of trying to adjust to the new style of 
worship, many of the congregants decided they wanted a change in direction. 
Nonetheless, because they trusted the father’s decision, several members wanted to meet 
with the son to discuss their concerns, but the meeting was to no avail because he refused 
to attend. Feeling as if they were stuck with a Pastor they did not want, they embarked on 
a mission to remove him from as Pastor. A group of ministers, deacons, trustees, and 
members began secretly meeting. In the meetings, they voiced their concerns and a 
strategy for the son’s swift removal. Nevertheless, because the father taught them about 
grace and forgiveness, they decided to extend another opportunity for repentance so they 
set an alternate date to meet with him again. 

One Sunday, a select group of people were to meet with the son in hopes of 
moving forward in a positive direction—with or without him as Senior Pastor. For weeks 
to come, Sunday after Sunday, members from each side sat on opposite wings of the 
church during worship to demonstrate those who held a particular opinion of the son. 
Over time, a once well-renowned church was quickly dwindling away spiritually, 
emotionally, and numerically. The father emphatically believed the situation would soon 
go away and the people would get adjusted to his son’s leading. However, that never 
happened and the issues with the son seemed to worsen. Not desiring to see the church 


and his legacy die, the father attempted to reason with his son but was rejected. Because 


the church was very well known in the city of Memphis, several media outlets sprawled 
the church grounds to report on the turmoil of the church. For several weeks to come, 
local television news and newspapers reported the father/son duel that was quickly 
leading to a church split. The drama of the church split was so widespread that it 
sometimes was reported as top stories and even made headline news. 

Regrettably, the positive reputation of what was once known as one of the 
strongest and most vibrant churches had become tarnished among both believers and non- 
believers alike. As with most things, negativity has a much greater reach than positivity. 
Even after over a decade, the church has struggled to emerge from under the cloud of 
negativity that surrounded it during its tumultuous season. Some have dubbed the church 
split to be one of the ugliest and most publicized in known church history. At the core of 


the split was simply an ineffective transitioning of leadership. 


The Current Church 

The disgruntled members were determined to make a new start, they left the 
church and began holding a worship service of their own. Soon thereafter, a new church 
was established. While the new church was established, it remained in need of a pastor. 
Unwilling to watch the sheep whom he pastored for over thirty years wander without a 
shepherd, the father decided to come out of retirement and pastor the newly established 
church. Nevertheless, after some time passed, the father began to experience some 
conflict of his own as he endeavored to lead the new church. In an effort to establish the 
constitution and by-laws for the church, he and the deacons stood on opposite sides on 


some issues. After a period great conflict, he decided to retire for the second time. 
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Interestingly, the father experienced conflict following his retirement from the original 
church, conflict resulted in the establishment of the new church, and conflict spurred his 
retirement from the church. Conflict and the struggle for power among its leadership and 
members seemed to be the dominant forces in both churches. Unfortunately, those issues 
remained for several years to come. 

Following the father’s early retirement from the new church, a pastoral search 
committee was formed. The search committee was determined to find the best person 
they could to pastor the church and return it to its days of grandeur. They wanted the 
perfect person to make them better than the original church and to transition them from 
the hurt and pain they had experienced from both the son and the father. About a year 
later, the congregation elected their new pastor. One of his first orders of business was to 
navigate the waters of a dual-church split. Of course, the first split was from the original 


and the second was the split between the new church and the father. 


Dictatorship and Democracy 


One of the main reasons the new church came into existence is simply because the 
son had a dictatorship leadership style. Many of the congregants lacked the understanding 
of speaking in tongues, therefore, they did not agree with its operation in worship. In lieu 
of teaching those members, they became outcasts under the son’s leadership. 
Furthermore, when the father and leaders could not come to an agreement on the church’s 
constitution and by-laws of the new church, he elected to retire. Understanding the 


history, the new pastor elected to take a different approach by not making the church a 


dictatorship, but taking a more democratic approach by allowing the people to have input 
in the direction of the church. 

However, because some of the people had become so accustomed to the 
dictatorship style of leadership, he received stark opposition from some members who 
came from the original church. However, the new pastor continued to graciously request 
and receive input about certain ideas. Despite the open-mindedness of the new Pastor, 
when some input was not fully implemented, some members elected to dictatorship 
approach and either resigned from positions or left the church altogether. Dictatorship has 
been a historical issue both in the church’s leaders and in its followers. It is astonishing to 
see that while dictatorship and democracy are polar opposites, both have been and 
continue to be issues in today’s church. The problem is the struggle for power and the 


solution is a need for balance and a healthy relationship between Pastor and people. 


Mission and Culture 


The mission of the new church was clearly defined and became part of the very 
fabric of the church. The new pastor articulated the mission of the church from the 
beginning of his pastorate. A mission statement was written and congregationally recited 
during every worship service. While the words were on display in the sanctuary, most 
people were familiar enough with it they are able to speak it in any place at any time. The 
mission was carried out in many of the church’s outreach and in-reach activities. The 
church established relationships with local youth organizations that seek to reach 


community youth and connect them with a local church. By way of this relationship, 
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nearly two-hundred youth from the community came to the church on a daily basis to 
have access to a computer lab, receive tutoring, and be taught the Word of God. 

Over the years, countless youth established a relationship with Christ and the 
church. The church continues to have a genuine passion to touch the youth in the 38118 
community, which is the zip code the church resides. While the church sought to meet the 
spiritual needs of the community, it also sought to meet some tangible needs by hosting 
clothes giveaways, community cook-outs, and providing emergency financial assistance 
for members and non-members who reside in the surrounding community. It is believed 
that one of the reasons the church continued to experience numerical and financial 
growth is simply because the vision was clearly stated. People seemingly united with the 
church solely based on the mission of the church and their commitment to living out its 
mission. 

While the mission of the church was clear, the overall culture of the church did 
not mirror its mission. Many church members availed their time and resources to the 
periodic community activities that were hosted. However, it was a tremendous challenge 
to get people to serve in other areas or ministries of the church. It seemed that many 
people had ideas about ministry, but very few wanted to be instrumental in implementing 
the ideas they presented. Ministry fairs and personal contacts are a couple of efforts that 
were done in an attempt to spur more ministry participation, all to no avail. Most 
ministries struggled to get people to commit to their ministry. On the other hand, some 
people committed, but it was only for the short-term. New members completed eight 
weeks of new member classes which included a spiritual gifts assessment alongside a list 


of ministry opportunities. The goal was for each member to transition from membership 


to ministry. However, when the classes were completed, very few members seemingly 
made the transition. 

The most effective ministries of the church were typically led by people who had 
been in place for several years, which had its advantages and disadvantages. It was 
advantageous merely because the church had committed people in place. Nevertheless, 
the disadvantage was that those who served reached a point where they served out of 
necessity rather than desire. In addition, because some members served in the same 
position in the same ministry, they were sometimes cynical to new ideas and/or new 
people. There were times when excited new members joined a ministry only to be 


quickly isolated and dejected, ultimately leaving that ministry and hesitant to join 


another. Most times, it was those ministry leaders who came from the original church that 


were the assassins of new people joining their ministries. Once more, the enemies of 
conflict and the struggle for power appear. Because of these enemies, some ministries 
were eliminated or they simply exist by name alone because of the lack of serving in the 


church and/or the lack of transitions in leadership. 


Pastor and People 


While the father experienced a great deal of opposition from people at both 
churches, many members continued to hold him and his leadership in high regard. 
Remarkably, some of the same members that played a ‘le in triggering his speedy 
retirement continued to place him on a pedestal the new pastor will struggle to attain by 
their estimation. Early in his pastorate, the new pastor received criticism for his method 


of leadership simply because his leadership was not commensurate with the father’s 
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leadership style. In spite of the criticism he received, he maintained a deep respect the 
father who was a faithful and encouraging member of the congregation until his passing. 

News of his death spread rapidly as current and former members honored him via 
various social media outlets. Local newspapers, television media, and dignitaries all 
acknowledged and honored him publically. Nevertheless, the new pastor was determined 
not to allow others to honor his predecessor more than him. On the night of the father’s 
passing, a prayer service was held at the church. During the prayer service, people were 
given an opportunity to testify about how the father impacted their lives. This was a 
demonstration of the new pastor’s respect for the father and an attempt to give members 
an opportunity to grieve the loss of a man that served as their pastor. Nevertheless, he 
refused to allow them to push him to conform. However, he continued to lead the church 
in the direction he felt God wanted the church to go, all the while trying to honor the 
founding pastor. 

The manner in which some people entered into leadership positions at the church 
is quite intriguing. It must be stated that many of the people who served in leadership 
capacities at the new church had their beginning at the original church under the 
leadership of the father. During the father’s pastorate at the original church, many 
deacons and ministers were ordained and licensed. One deacon in particular was ordained 
by the father at the tender age of sixteen and continued to serve faithfully as a deacon and 
in other capacities under the new pastor. This deacon in particular demonstrated the 
ability to overcome challenges with accepting change and successfully adapt to new 


leadership. 
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Over the years, the church underwent several transitions in many of its ministries. 


The most obvious transition was the split between the churches. It is unfortunate that 
church splits are so commonplace that even websites have been dedicated to the topic. 
With all things considered, the overwhelming question is how the splits came to be? The 
overarching question lies in the inability to properly transition. Obviously, there were 
senior pastor and deacon transitions occurred as a result. Over the years, other leadership 
transitions occurred with regard to the marriage, singles, young adult, youth, and 
children’s ministries. Over a short period of time, the youth and children’s ministries 
underwent multiple transitions in its leadership, which has caused a decline in 
involvement and great discouragement to parents and members. This speaks to the need 


for succession planning particularly in youth ministry. 


The Synergy 

Transition or change is one of the most difficult things for individuals to accept. 
The difficulty in accepting transition also exists in the church, community, and even 
corporate America. The only change most people are people are willing to accept is 
change that they control. However, even in those cases, the acceptance of change is 
contingent on the results of the transition. If the result of the transition makes one happy, 
they are more willing to accept it. On the other hand, if the transition is not acceptable in 
one’s sight, they are unlikely to accept the change. If they accept the change, it is 
accepted with resistance and sometimes insubordination. When people resist transitions 
or change, most times it manifests in conflict and the struggle for power with the 


individual or people that were responsible for the change. 
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This is an interesting phenomenon because the only thing that is constant in life is 
change. Change is unavoidable in every aspect of life. In the matriculation through 
academia, each year brought about its own set of transitions in teachers, classrooms, 
books, and curriculum. In some cases, there was even a transition from one school to 
another. Furthermore, every moment the physical body experiences changes without the 
need for permission from humanity. However, there are some who resist even this which 
paves the way for the grossly growing trend of plastic surgery. Plastic surgery allows a 
person to resist age-induced physical changes and allow them to take control over their 
appearance. For the most part, people simply do not assent to transitions or change they 
do not control. 

Memphis is the largest city in the state of Tennessee. It has the largest population 
of African-American residents. Over the years, the city has undergone several transitions 
that were met with resistance by many. In 1992, the city elected its first African- 
American Mayor, which sparked racial tensions that continued for years to come. When 
he was elected, many Caucasians hurried to move to the suburbs because they refused to 
be a resident under the leadership of an African-American Mayor. The refusal to accept 
transition continually keeps the city divided racially, jurisdictionally, governmentally, 
and educationally. 

The city is divided racially because many Caucasians and even some African- 
Americans did not want to live within the jurisdiction of an African-American leader. 
The city is divided jurisdictionally in its boundaries. Shelby County has an 
unconventional way of dividing itself. Within the single county, there are two 


overarching entities—the city and the county in Shelby County. In brief, this is simply a 
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separation of the rich and upper middle class from the lower middle class and poor. As a 


result, both entities have their own Mayor, dividing the city even further governmentally. 


In addition, Shelby County is furthered divided by suburbs. Each individual suburb has 
its own government and officials along with their individual educational systems. 

Within Shelby County, conflict and the struggle for power has resulted in five 
differing governments and educational systems simply because of the refusal to accept 
transition. For many years, this has been status-quo until the unthinkable occurred in 
2012—transition. In 2012, school board officials from the city decided to relinquish its 
charter in order to merge with the county’s school system. This desire was motivated by 
the city students continued poor academic performance while county students were 
among the best in the state of Tennessee. Nevertheless, the power brokers in the county 
refused to accept this transition. They were perfectly okay with the way things had 
always been despite the academic struggles of the city students. In lieu of accepting the 
transition and helping the city’s school students, the county educational systems chose to 
form their own school districts. The fight between city and county school officials 
continued over several months before a judge ultimately ruled that forming a separate 
school district within the same county is unconstitutional. The county later appealed and 
the original ruling was overturned. 

The county simply refused to accept the city’s students into their system. Almost 
immediately after the ruling, the government suburbs began making plans to form 
exclusive school districts. Interestingly, the governments were willing to implement a 
plan to create a new school system, but unwilling to implement a plan that would bring 


educational equality to the entire county. 
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The elephant in the room was the fact that over ninety-percent of the city’s 
students were African-Americans. Therefore, it is safe to say the county would rather 
accept a kind of modern-day segregation rather than accept transition. Most people refuse 
to accept transitions they are not please with or are unable to control. However, when an 
effective plan is in place to gradually move into a transition, the transition seems to be 
more easily accepted. 

The year 2013 represented a new beginning for most. However, the first few 
months of 2013 began with conflict and the struggle for power in the city of Memphis. 
For many years, among the city’s many parks, there were three with Confederate themes. 
In fact, one of the parks was named in honor of Nathan Bedford Forrest, a slave trader 
prior to the Confederate War and the first grand wizard of the Ku Klux Klan. The 
Memphis City Council unanimously voted to rename the parks to remove the negative 
connotations that were associated with them. However, the vote sparked controversy that 
spanned across the country among members of the Ku Klux Klan. Their refusal to accept 
the transition resulted in the submittal of a permit request to rally in the Memphis area in 
opposition to the name change of their beloved first grand wizard. Apparently, change 
they could not control resulted in conflict and they were not open to any alternate plan. 

Many Memphis residents interpreted the Ku Klux Klan’s request to rally as a 
mere threat that would not manifest. However, the city took great precaution to ensure a 
violence-free rally if it came to pass. An astounding number of police officers were 
preliminarily assigned to barricade the proposed rally location and to ensure everyone’s 
safety. The city took even greater steps to distract attention from the rally. Free concerts, 


festivals, and other events were planned to coincide with the day and time of the rally. 
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Contrary to popular belief, when the date arrived, members of the Ku Klux Klan arrived 
in the city from all over the country, adorned in their traditional regalia rallying against 
the city’s proposed transition to rename the park after their beloved past grand wizard. 

Interestingly, the rally received little attention from Memphians because most 
Memphians embraced the transition and refused to give attention to their futile efforts. It 
is believed that the transition was more readily embraced because the City Council 
clearly explained the implications the current park names had, its plans to change the 
names, and the benefits to the city at large. Explaining and walking through the transition 
proved to be beneficial to everyone involved, with the exception of the Ku Klux Klan. 

The difficulty in accepting transition is not only applicable to the country and the 
city of Memphis, but it has been prevalent in the researcher’s life. The researcher’s life 
has been chockfull of transitions and change, a few of which he could somewhat control. 
As an adolescent, a bright and mannerly boy later transitioned to be a disrespectful 
teenaged young man. However, over time, he reversed the negative transition to 
ultimately become the respectful person that he was raised to be. The researcher’s 
relationship with his father has had its share of transitions. As a youth, the researcher and 
his father had a great relationship. Over time, that great relationship transitioned to 
become just the opposite. 

Nevertheless, the ultimate transition occurred years later to generate the greatest 
father/son relationship ever shared. Even in this positive transition, semblance of a 
transition plan existed to facilitate the forward movement of the father/son relationship. 
This plan included intentional conversations with the sole intention of strengthening the 


relationship. Discussions also included things that prohibited or weakened the 


relationship so as to avoid them in the future. While it was not officially termed to be a 
transition plan, the conversations served that specific purpose. Over the years, they found 
that the unofficial transition plan enabled a relationship void of issues that could 
contribute to another demise of a father/son relationship. Unlike other transitions, this 
was a transition both could somewhat control. 

The transitions the researcher could control do not compare to the transitions he 
had no control over. Most of these transitions were met with a great degree of resistance. 
In school, he despised transitioning from grade to grade because he disliked changing 
teachers and familiar surroundings. Therefore, transition was painful and something the 
researcher simply did not want to accept, but it was mandatory. With some negative 
feelings about the transition, it was virtually impossible to enter the next grade with a 
positive attitude because. A transition plan of some sort would have been beneficial, for 
then he could see where he was going. Interestingly, the researcher’s negative attitude 
could be felt and seen by his future teachers, which landed him in a precarious position. 
The researcher’s individual negativity was so powerful that it set the atmosphere for a 
negative environment. At the crux of it all was simply a repudiation of transition. 

The researcher even met his call to ministry with resistance when he felt that this 
was what God was commissioning him to do. The researcher simply had no desire to 
preach and never viewed himself as a preacher or Pastor of any kind. He had no desire to 
interact with people on that level, could not see himself in that light, and simply did not 
want to be known as a preacher. Matter of fact he went to great lengths to combat what 
he knew God was.calling pant do. Like Jonah, he went in the opposite direction 


because God’s will for his life conflicted with his own will. The researcher wanted 


ultimate control of his life and the capability to in any direction he wanted it to go. He 
could not see it and God did not provide a plan for the transition from where he was to 
where he was going. Unfortunately, it took a near brush with death in a car accident that 
God used to almost force the transition. After five years of resistance, the researcher 
finally accepted the transition to ministry that God was calling him to. 

The transition to ministry has had its share of challenges however it has been 
quite remarkable over all. He arrived at the conclusion that God’s goal for transition in 
our lives is to build us, not to harm us. However, his acceptance of the call to ministry did 
not eliminate his resistance to future changes and transition. After six years of faithfully 
serving as Youth Pastor in his home church, God opened a door to go to another church 
to serve as Youth Pastor on staff. The researcher was offered more money in one week 
than he was paid in a month at his home church. However, even more money did not 
eradicate his resistance to transition. At the core of that resistance was fear and 
uncertainty, but he was able to overcome it and step out on faith believing that God was 
in control. 

Seven years into the ministry and a new church role, he was still resistant to 
change which manifested when his mother’s cancer returned. This change was not 
something he requested, it was not something he could control, so he resisted 1t—even 
with God (again). While he still preached the Gospel, he had a tremendous conflict with 
God and God’s choice of who, what, and when to heal. Seemingly moving past his 
trouble with transition and change, my resistance to it surfaced again when his mother 


passed away. 
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Again, he was in conflict with God because of his mother’s death as if she 
belonged to him and not God. Because he lacked the control, he resisted the transition 
from life with her to life without her. Despite it all, the researcher is overwhelmingly 
grateful for the transition plan she left that detailed her wishes. The last wishes she 
dictated from her death bed served as a succession plan for the family on how to move 
forward after her earthly departure. While the pain is likely never to completely subside, 
the fact the family explicitly followed her plan brings great comfort during the deepest 
times of sorrow, knowing she would have been pleased. The existence of a plan relieved 
doubt, uncertainty, and even some emotional questions. In addition, her plan eliminated 
any quarrels that seem to break up many families after the death of a loved one, 


particularly in the African-American community. 


In addition to experiencing difficulty personally, the same was true professionally. 


In the researcher’s career, his job responsibilities have changed over ten times over the 
years. When his career as an Environmental Specialist at FedEx Express began, his 
responsibility was to provide environmental compliance support to FedEx facilities in 
fifteen states. Nonetheless, because of change and transition, those responsibilities 
ballooned to providing support to over half of the country. The transitions were resisted 
because he lacked control, which manifested into conflict and a power struggle with 
superiors. 

Because management understood the complications associated with change and 
transition, all personnel were required to create a succession plan for his or her area of 
responsibility. The goal of the succession plan was to provide the necessary knowledge 


and state-specific information to someone covering another’s area in their absence. Over 
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the course of time, the existence of succession plans have reduced and in many cases 
eliminated anxiety as the company and the department continually change. Succession 
plans have become indispensable as it relates to the success of the department. 

While grappling with his own personal struggles with transition, God led he and 
his wife to a church that had experienced major transitions in its short history of thirteen 
years. In 2000, the church experienced a major church split that was highly publicized all 
over the country. When the pastor of over thirty years retired, he handed the pastoral 
baton to his son who served as co-Pastor. This was the catalyst that began the church 
split. Along with the positional transition from co-pastor to senior pastor, doctrinal 
transitions accompanied the change. The church that was steeped in traditionalism under 
the father’s leadership shifted to a more contemporary style of worship under the son’s 
leadership. More specifically, the church transitioned from a church that did not openly 
speak in tongues to a church that was encouraged to do so. The people had little 
knowledge about the gift of tongues, but there was no effort to educate them about the 
gift of tongues. 

Nevertheless, they were expected to accept and operate in a gift they did not 
understand. Because they were not taught this doctrine, the issue eventually led to 
conflict between both pastor and people and father and son. As previously stated, 
transitions for many often lead to conflicts and a struggle for power. The struggle for 
power was demonstrated when the son refused his father’s input into church matters, 
although his father pastored the church for over thirty years. The conflict ultimately led to 
some members leaving the church and desiring for their previous pastor to return as 


Pastor. In this effort, simultaneous changes occurred, both personally for the Pastor and 
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institutionally as a church. First, the disgruntled members left the church to start a new 
church. Second, the former pastor decided to come out of retirement and return to the 
new church as Senior Pastor. 

As aresult of continued conflict with leaders of the new church, the pastor retired 
a second time, leading the church to experience another transition in pastoral leadership. 
Following his retirement, the church elected an interim pastor to serve in the interim as 
they searched for a permanent Pastor. The new pastor was elected on December 31, 2003, 
which marked the fourth pastoral leadership transition for many of the church’s members 
in three short years. Although, the church had elected a permanent senior pastor, its days 
of transitions in pastoral leadership were not over, particularly in the youth ministry. 

In 2003, the church had a female youth pastor who left to go to another church 
after serving only two years. In March 2006, the researcher began serving as Youth 
Pastor. In October 2009, he transitioned to Assistant Pastor, while an associate minister at 
the church transitioned into the Youth Pastor position. In October 2012, that Youth Pastor 
transitioned to a Senior Pastor position leading me back to simultaneously serve as 
Assistant Pastor and Youth Pastor. In short, the youth ministry of the church experienced 
three transitions in its leadership over a nine-year span. Because youth transitioned to 
college, the impact was not as widespread, but there was a negative impact nonetheless. 

Over time, he discovered the key to an effective transition is in how the transition 
takes place. When the researcher transitioned from Youth Pastor to Assistant Pastor, 
intentional effort was put into paving the way for the new youth pastor to be successful. 
This included establishing fresh, new youth and adult leadership teams to work directly 


with him. The researcher met with the youth in an intimate environment making them 


aware of his transition and encouraged them to fully support the new youth pastor. What 
discovered was the new Youth Pastor was able to avoid many of the pitfalls associated 
with being new simply because their previous leadership encouraged them to remain 
faithful. 

In addition, the youth had witnessed his leadership while being mentored by the 
researcher therefore, many of them willingly received him. Under his leadership, the 
youth ministry at the church continued to flourish until his departure to become a Senior 
Pastor. Because many Youth Pastors use youth ministry as a platform to catapult them to 
a Senior Pastor position, their implementation of an effective transition plan seldom takes 
place. Oftentimes, even their work in the Youth Pastor position is not effective simply 
because their heart is not in the ministry. 

Many youth pastors simply fill the youth pastor position until they are able to 
occupy the senior pastor position they ultimately desire. Youth ministry consumes a great 
amount of energy, and many simply do not have the energy for it over time. In addition, it 
has fair amount of turnover whether it is attributed to parents not bringing the youth to 
church and events, youth graduating from high school, or simply moving from the 
neighborhood. Along with turnover, some youth pastor feel underappreciated by the 
youth they serve and/or the Senior Pastor. 

Unfortunately, in many cases, both youth and Senior Pastors neglect to express 
their thanks or appreciation for the youth pastor and the impact he or she has made on 
their individual lives and the life of the church. The dejection and lack of appreciation 
sometimes leads to a speedier exit from the youth ministry. While many churches 


celebrate Senior Pastors for serving for twenty to thirty years at one church, very few 
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Youth Pastors serve more than two years. If a youth pastor only serves two years, it 
suggests the youth ministry he or she serves will experience a fresh start every two years! 
In light of the fact most youth ministries are geared toward young people ages 
thirteen to eighteen year olds this means the average youth will experience three or more 
transitions during the course of their youth ministry. As we look at the world around us, 
many African-American youth lack consistency in their lives. Fatherlessness is 
considered to be an epidemic in America, which serves as a source of inconsistency in the 
lives of American youth. The lack of a father’s presence has contributed to increased 
rates of criminal activity, incarceration, high-school dropouts, and teenage pregnancies. 
Consistency is vital in the lives of youth. Unfortunately, because the church’s 
leadership is inconsistent, it only perpetuates the growing epidemic among African- 
American youth. While the church is unable to control some of its leadership transitions, 
it can be proactive in making transitions easier for both youth and incoming leaders. It is 
believed that the most effective way to accomplish this is by creating an effective 
succession plan to transition youth from leader to leader. When a succession plan is in 


place, transitions become lane changes rather than exits and entries in the lives of youth. 


CHAPTER TWO 


BIBLICAL FOUNDATIONS 


The reality all leaders need to accept is that one cannot occupy any position 
eternally. Ultimately, all pastors and leaders are interim because the day when someone 
else takes over will eventually come. This may be the result of a transition to another 
endeavor or an eternal transition. Unfortunately, many leaders do not think through this 
reality and fail to prepare for it. A study of the Bible reveals a variety of examples that 
speak to leadership succession. Examples include Elisha succeeding Elijah, Joshua 
succeeding Moses, Timothy succeeding Paul, and the disciples succeeding Jesus. In the 
Power, Providence, and Personality, theologian Walter Bruggemann states: 

The task of theological interpretation of scripture is profoundly complex. The 

subject matter, focus, and perspective of biblical texts are difficult to discern and 

articulate because our conventional categories of theology do not work very well 
with the texts.... The Bible does not want to slot life-experiences easily into any of 
our logical, conventional categories but wants to exhibit the strange and crucial 
convergences and interfaces that matter more for our life and for our faith.’ 

While not expressly stated, succession planning and the passing of the leadership 


baton can be observed in several accounts throughout the Bible. Nevertheless, the 


problem we see in many of today’s churches is that oftentimes the leadership baton is 


' Walter Brueggemann, Power, Providence, and Personality: Biblical Insight Into Life and 
Ministry (Louisville, KY: Westminster/ J. Knox Press, 1990), 13. 
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dropped on incoming leaders rather than handed to them. In the book, The Management 
Methods of Jesus, Author Bob Briner suggests that a major reason for Jesus’ success was 
because he had a plan and adhered to it. He further explains that a deep commitment to a 
plan is paramount for leaders and organizations to be successful. He says, “A plan puts 
you in charge of your energies and activities.” In Ten Stupid Things that Keep Churches 
from Growing, Geoff Surratt gives some poignant advice to pastors, but is certainly 


applicable to any leader: 


The biggest mistake we make as pastors is that we don’t hand off ministry; we 
abandon ship. Once we find a willing volunteer, we hand her the teacher’s guide 
and the class roster and run like heck before she changes her mind. Imagine Jesus 
following his call to the disciples by giving them a three-page instructional guide 
on the principles of healing, exorcism, and new covenant theology and telling 
them to call if they run into any problems. Instead, Jesus devoted the next three 
years of his life to teaching, setting examples for, and correcting the disciples in 
the art of changing the course of history... When we fail to show new leaders the 
ropes, they either take the ministry in the wrong direction or don’t last long in 
their new position. The long-range effect, however, of a strong mentor 
relationship is that the new leader accomplished more throughout the ministry 
than we ever could have hoped or imagined.” 


Old Testament Leadership Succession 


Today’s leaders must know and understand God is interested in leadership 
succession. Throughout the Bible, we find that God was very active in the preparation of 


leaders and churches for the inevitabilities of transition, oftentimes before successors 


* Bob Briner, The Management Methods of Jesus: Ancient Wisdom for Modern Business 
(Nashville, TN: T. Nelson, 1996), 1. 


> Geoff Surratt, Ten Stupid Things that Keep Churches from Growing (Grand Rapids, MI: 
Zondervan, 2009), 28. 


realize they are being prepared for a transition into leadership." A great example of this 


form of leadership succession is in the passage of scripture recorded in Joshua 1:1-9: 


' After the death of Moses the servant of the Lord, it came to pass that the Lord 
spoke to Joshua the son of Nun, Moses’ assistant, saying: *Moses my servant is 
dead. Now therefore, arise, go over this Jordan, you and all this people, to the land 
which I am giving to them—the children of Israel. > Every place that the sole of 
your foot will tread upon I have given you, as I said to Moses. *From the 
wilderness and this Lebanon as far as the great river, the River Euphrates, all the 
land of the Hittites, and to the Great Sea toward the going down of the sun, shall 
be your territory. ° No man shall be able to stand before you all the days of your 
life; as I was with Moses, so I will be with you. I will not leave you nor forsake 
you. ° Be strong and of good courage, for to this people you shall divide as an 
inheritance the land which I swore to their fathers to give them. ’ Only be strong 
and very courageous, that you may observe to do according to all the law which 
Moses My servant commanded you; do not turn from it to the right hand or to the 
left, that you may prosper wherever you go. * This Book of the Law shall not 
depart from your mouth, but you shall meditate in it day and night, that you may 
observe to do according to all that is written in it. For then you will make your 
way prosperous, and then you will have good success. ” Have I not commanded 
you? Be strong and of good courage; do not be afraid, nor be dismayed, for the 
Lord your God is with you wherever you go. 


When we arrive at the opening chapter of Joshua, the people of Israel are camped 
east of the Jordan, in the territory of Moab. Moses’ death was a tremendous loss to the 
children of Israel. After all, he had been their leader for many years, delivering them from 
the cruel bondage of slavery under Pharaoh. Moses led them through the Red Sea and he 
served as their representative before the Lord. While they periodically lacked trust and 
complained against him, overall they maintained a deep respect for Moses and his 


leadership. 


* William Vanderbloemen and Warren Bird, Next: Pastoral Succession that Works (Grand Rapids, 
MI: Baker Books, 2014), 22. 


> Josh 1:1-9 (New King James Version) 


Facing a tremendous battle against the nations of Canaan, the people of Israel 
were in need of a leader, especially in light of their lack of weapons and fighting 
experience. Nevertheless, Moses their leader was dead.° After concluding their thirty 
days of mourning for Moses, God then spoke to Joshua about leading them. The passage 
above outlines the passing of the leadership baton from Moses to Joshua. Throughout the 
Bible, it is not expressly stated when the name Joshua was given to him. Joshua’s name 
was originally Hoshea and meant “salvation,” or “deliverance.” Though the Bible does 
not expressly state, when the name Joshua was given, we can surmise that his name 
changed from Hoshea to Joshua either prior to serving under Moses’ leadership or prior 
to his fight with the Amalekites.’ 

In Joshua 1:1-9, God commissioned Joshua to achieve three things: lead the 
people into the land, defeat the enemy, and claim the inheritance. It is significant to note 
that God could have sent an angel to accomplish the task, but rather chose to use a man, 
empowering him with what was necessary to be successful.* This is a reminder that God 
does not need people to lead, God simply chooses people to lead. ““When God has work 


to do, God will either find or make instruments fit to carry it on.” 


° Arthur Pink, Gleanings in Joshua (Chicago, IL: Moody Press, 1964), 24. 


” Henry Donald Maurice Spence-Jones, The Pulpit Commentary: Joshua (London: Funk & 
Wagnalls Company, 1909), 1-2. 


> Warren W. Wiersbe, Be Strong. “Be” Commentary Series (Wheaton, IL: Victor Books, 1996), 
23. 


” Matthew Henry, Matthew Henry’s Commentary on the Whole Bible: Complete and Unabridged 
in One Volume (Jos 1:1—9) (Peabody, MA: Hendrickson, 1994). 


The passage also illustrates that God’s presence was not isolated to one leader and 
success could be obtained without the presence or involvement of a particular leader. 

In light of Joshua’s threefold task, God gave him three promises, one for each 
task. God would enable Joshua and the people of Israel to cross the river Jordan and 
claim the land, defeat the enemy, and distribute the land to each tribe as its inheritance. !° 
After leading the people of Israel for forty years, Moses died at age 120 without ever 
entering the Promised Land. Joshua often denoted as Moses’ minister was his helper and 
tapped to be his successor. 

The Hebrew word for helper means “servant,” “aide” in the New American Bible, 
“assistant” in the New English Bible. As Moses’ minister, Joshua was well trained for his 
new leadership responsibility to continue God’s work. “God buries His workmen, but His 
work goes on.”’! The work Moses had begun was incomplete so God’s promise remained 
unfulfilled. However, Moses’ death did not cancel the promise and purpose of God. 
Therefore, the people of Israel were in need of a leader to finish what Moses had begun. 

The book of Joshua begins with God simultaneously honoring Moses and 
affirming Joshua to lead the people of Israel. God begins his affirmation of Joshua by 
confirming the death of Moses, “Moses, my servant is dead.” The fact God referred to 
Moses as a servant has great significance. The word servant in reference to Moses 


symbolizes one who serves or one who ministers. It indicates that God, the recipient of 


10 Thid. 
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the service, is of the highest high rank. It also suggests a close relationship between the 
servant and the one served, and casts the work of the servant as of the greatest 
importance. For humanity, being “the servant of the Lord” is the highest rank.'* Moses is 
referred to as “the servant of the Lord” three times in the first chapter of Joshua and 
thirteen additional times throughout the book. The title of servant is used in reference to 
Moses more than anyone else throughout the Bible. 

In Deuteronomy 31:7, God gave instructions to Moses to essentially ordain 
Joshua as his successor. Moses complied and gave him a word of encouragement and 
blessing as his successor, although it would be some time before he would step into the 
position. One can imagine how comforting it was to Joshua to receive such a vote of 
confidence from his predecessor. While it was great to be affirmed by his predecessor, 
God had chosen Joshua as Moses’ successor as far back as the battle with the Amalekites 
in Exodus 17:8-16. In short, Joshua was affirmed in both the earthly realm and heavenly 
realm. Moses’ greatness was not due to himself but to the Lord. Joshua had nothing to 
worry about with Moses gone because the Lord was not gone.” 

While Moses was dead, God’s purpose of delivering the children of Israel was not 
dead. God’s calling of Joshua soon after Moses’ death makes it clear that God’s purposes 
are not paused because a personality is lost. Before Moses’ death, Joshua spent years 


serving Moses and being taught how to lead. In many ways, Moses was implementing his 


succession plan by training Joshua. 


12 T awrence O. Richards, The Bible Reader’s Companion (Wheaton, IL: Victor Books, 1991), 
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Immediately after acknowledging Moses’ death, God commissioned Joshua to take up the 
mantle of leadership over the children of Israel. Nevertheless, God’s affirmation of 
Joshua’s leadership did not exempt him from responsibility. 

Joshua was charged to lead Israel to the land God promised them, but a faith 
challenge was immediately before him. God said, “Arise, go over this Jordan, you and all 
this people, to the land which I am giving to them.”'* “This Jordan” and “this people” 
suggest that God not only ordained him by challenging him, but God challenged him 
before the very people he was purposed to lead. The challenge to cross the Jordan was no 
small feat indeed. The Jordan, means “flowing” or “Descender,” was about sixty miles 
from where it leaves the sea of Gennesaret to the Dead Sea and had a fall of about fifteen 
feet per mile. Furthermore, there was no provision of a boat or bridge, but simply 
instructions to cross it. Joshua was faced with an immediate challenge of obedience amid 
the lack of resources available to him. 

Joshua demonstrated the importance of leaders leading from an awareness of 
God’s promises and not from one’s resources or lack thereof. Unlike Moses, Joshua did 
not offer God a litany of excuses when God spoke to him, but the text suggests he 
immediately moved forward in obedience and faith without question. It is likely God did 
not speak to Joshua about moving forward into Canaan until after they completed thirty 
days of mourning for Moses. Most commentators suggest God did not speak to Moses by 
way of Urim and Thummim, but rather by inward revelation. Irrespective of how Joshua 


heard God’s voice, he heard the voice clearly and courageously faced the challenge 
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before him. Joshua demonstrated that taking on a new leadership position with God at the 
helm of the transition, one is not exempt from challenges and barriers. Because Joshua 
accompanied Moses through many of the challenges he faced, Joshua was familiar with 
God’s capabilities. 

Along with God’s instructions to cross the Jordan, God also spoke words of 
promise to Joshua. God promised Joshua, “every place that the sole of your foot will 
tread upon I have given to you, just as I promised to Moses.”"” These words ate a 
quotation, almost word for word, from Deut. 11:24, but the original promise is to be 
found in Genesis 12:1—7.'° Interestingly, God acknowledged that the promise of 
inheriting the land was also given to previous generations. It was God’s purpose that the 
whole land should belong to the children of Israel. In verse two, they were entering the 
land God was giving to them, in verse three they were treading on the land God had 
given. 

The verb usage in these verses is fascinating because it points to the fact that God 
had already gifted the land to them, they simply had to possess it. The phrase “as I was 
with Moses” in Joshua 1:3 is significant because it is the first of several points that God 
makes the statement to Joshua. God continued on to specify all of the lands Joshua and 
Israel would attain. The Hebrew of verse four is literally “From the wilderness (desert) ... 


shall be your border.’ 


® Jos. 1:3 
a Spence-Jones, 3. 
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In the New American Commentary, David Howard describes the area in greater 
detail: 
After the general north-south boundaries are delimited, the east-west ones are 
given. The Euphrates River is often designated as “the great river” when it is 
mentioned in the Bible (as here). In reality, the Euphrates represents the 
northeastern border; the Jordan River or the Arabian desert is the true eastern 
border. However, in biblical geography, the Euphrates represented a convenient 
eastern border. The “Great Sea on the west” is the Mediterranean Sea. The land 
between the eastern and western extremities is called here “all the Hittite 
country.” The term “Hittite” is used to mean different peoples in the Bible. Here, 
it is essentially a synonym for “Canaanites,” perhaps designating all of the hill 
country west of the Jordan, although there was a great Hittite kingdom to the 
north in roughly the period of Joshua (and preceding). '° 
One can imagine how encouraging it was to Joshua and Israel to have the 
assurance they would finally possess “all the land of the Hittites” after spending so many 
years being overwhelmed with fear of those very people. Until this point, for forty years 
the people of Israel trembled in fear and wavered in their faith because their spies 
witnessed great warriors in Canaan. Nevertheless, despite their number and military 
proficiency, Joshua and Israel would ultimately overcome them because the Lord made 
them a promise that their enemies would flee. The enemies of Israel could not succeed 
because God was greater than those enemies.'” The same promises that were made to 


Moses were transferred to Joshua. The first of God’s promises spoken to Joshua was, “no 


man shall be able to stand before all the days of your life.” 
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The second but most important of the promises given to Joshua was the promise 
of God’s presence. God said to Joshua, “I will be with you. I will not leave you nor 
forsake you.” Again, Joshua receives the promise that God would be with him as God 
was with Moses. God’s promise to be with Joshua should quiet any doubt of whether 
Joshua would be able to fill Moses’ shoes. Frankly, Moses and Joshua were not the first 
recipients of God’s promise of “I will be with you.” God made the same promise to Isaac 
(Gen 26:3) and Jacob (Gen 31:3). In the face of fear and uncertainty, these promises 
should have been comforting to Joshua as he took up the heavy mantle of leadership from 
Moses. In a nutshell, God demonstrated to Joshua that “leaders change, and times change, 
but God changes not.’”” God was faithful to keep the promise to Isaac, Jacob, and Moses. 
Therefore, Joshua was able to function confidently in the historical faithfulness of God 
despite the obstacles he faced. 

God introduced and concluded the passage with the same command, “be strong 
and of good courage.” In Hebrew, “to be strong” is very common, occurring nearly three 
hundred times. However, “to be courageous” occurs only forty-one times, although both 
verbs are similar in meaning. The context in the passage vacillates between “courage” 
and “resoluteness” for the latter verb. Nevertheless, “courage” is more appropriate in this 
context, considering verses that precede and follow (“no man shall be able to stand before 
you [v.5]; “do not be afraid, nor be dismayed” [v.9]).”’ God gives further assurance that if 
Joshua is strong and courageous that he and the people would inherit the land God 


promised them. 


*° Warren W. Wiersbe, Wiersbe’s Expository Outlines on the Old Testament (Wheaton, IL: Victor 
Books, 1993). 
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However, they would ultimately inherit Canaan because God would gift it to them, not as 
a result of their strength and courage. 

After giving the Israelites the assurance they would inherit Canaan, God repeated 
the command of “be strong and very courageous.” Interestingly, God added emphasis 
with the addition of the word very. This is indicative of the importance of being 
courageous in the task God was giving to him. The addition of very suggested Joshua be 
resolute in his obedience to the Law of Moses. While Joshua was militarily trained, his 
success hinged on his strict obedience to the law, not on military might. He was not to 
deviate from the law in any way, but was to rather “meditate on it day and night.” It is 
important to note the concept of meditation in the Old Testament is very different from 
the traditional understanding of meditation. A proper understanding of meditation in the 
Old Testament context is paramount to understanding the verse in its entirety. 


David Howard distinguishes the differences: 


The idea of meditating here (v.8) is not the one commonly familiar in the late 
twentieth century, namely, of emptying the mind and concentrating on nothing or 
on self or on visualizations or various types; much of this type of meditation is 
indebted to Eastern mystic religions. Rather, the Old Testament concept of 
meditation involves two things: First, a focus upon God, God’s works, or God’s 
law, and second, an activity that was done aloud.” 


When meditation is properly understood, it brings clarity to why God told Joshua that the 
law should not depart from his mouth. Joshua’s keeping of the law was the ultimate key, 


for only then would he make his way prosperous and have good success. 
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In the Calvin Commentaries, Joseph Haroutunian emphasizes the practicality of this 


teaching for Moses and today’s believers by saying: 


The study of the law must be assiduous; because, when it is omitted even for a 
short time, many errors slip in, and our memory grows rusty. Besides, when 
continuous study is neglected, many things become strange and difficult to 
practice. Therefore, God orders his servant to persist in the daily study of the law 
and never cease to pursue it as long as he lives.”° 


In Joshua 1:8, God speaks of prosperity and success. In the Old Testament, “to be 
successful’ occurs seventy-eight times, commonly defined as having insight, 
understanding, or wisdom. In ten or eleven occurrences, including Josh 1:7-8, it means 


»** Overall, the use of the terms prosperity and success are vastly 


“to have success. 
misinterpreted and tremendously misunderstood. Interestingly, Joshua 1:8 is the sole 
instance where the terms are used together. 

Throughout the Old Testament, the terms are virtually never used in reference to 
financial success. Nevertheless, “rather they speak of succeeding in life’s proper 
endeavors. This happens when people’s lives are focused entirely on God and obedience 
to God. The focus of people’s endeavors was not to be prosperity and success but rather 
holiness and obedience.””? God concluded the charge to Joshua with a third and final call 


to courage. The promise to Joshua was repeated by the use of the negative rhetorical 


question, “Have I not commanded you?’””° The call to courage was based on the promise 
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of God’s presence with Joshua. While God promised to be with him, it did not minimize 
the challenges Joshua would face. 

He would encounter great challenges, but God’s presence with him would make 
the difference. God was well aware of Joshua’s insecurity and fear, which explains why 
God encouraged him three times to “be strong and of good courage” (vv.6-7, 9) within in 
nine verses. In addition, God charged him to not be afraid, nor be dismayed or 
discouraged. Immediately after charging him, God again gave assurance that he would 
not be alone. “These charges with their accompanying assurances (God’s promise, God’s 
power, and God’s presence) were sufficient to last a lifetime. Believers of all ages can be 


uplifted by the same three assurances.””’ 


New Testament Leadership Succession 
Again, several accounts of leadership succession are witnessed throughout the 
New Testament. While the succession from Jesus to disciples is the best example, 
focusing on the leadership roles of Paul and Timothy is more feasible for this project. The 


passage of scripture recorded in II Timothy 1:1-7 states: 


'Paul, an apostle of Jesus Christ by the will of God, according to the promise of 
life which is in Christ Jesus, ’To Timothy, a beloved son: Grace, mercy, and 
peace from God the Father and Christ Jesus our Lord. *I thank God, whom I serve 
with a pure conscience, as my forefathers did, as without ceasing I remember you 
in my prayers night and day, ‘oreatly desiring to see you, being mindful of your 
tears, that I may be filled with joy, >when I call to remembrance the genuine faith 
that is in you, which dwelt first in your grandmother Lois and your mother 
Eunice, and I am persuaded is in you also. “Therefore I remind you to stir up the 
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gift of God which is in you through the laying on of my hands. "For God has not 
given us a spirit of fear, but of power and of love and of a sound mind.”® 


Imprisoned in Rome, Paul penned his last words to Timothy in the pastoral epistle 
of 2 Timothy. Some suggest he was in a Mammertine prison in Rome. If that were the 
case, he was housed in a dismal underground chamber with a hole in the ceiling for light 
and air. Because he already had a court hearing, he expected to be executed soon.”” Paul 
was well aware of the fact the letter may represent his final contact with Timothy because 
of what he believed to be an imminent execution. 

Therefore, his primary purpose for writing the second letter was to offer Timothy 
some instructions with regard to the Christian life. The second purpose for writing the 
letter was to encourage him and Mark to join him in Rome. Timothy was on assignment 
in Ephesus when the letter was sent. However, in case he was unable to have physical 
contact with him again, Paul desired to impart words of encouragement to his son in the 
faith. 

Second Timothy is a bold, clear call for perseverance in the gospel in spite of 
suffering. Interestingly, Paul does not say anything about the persecution he was 
personally experiencing. While he could have begun the letter by speaking of his own 
plight, the letter was filled with tender thoughts of his son in the faith. In his commentary, 
Thomas Lea says, “Like a ray of moonlight penetrating the darkness of night, Paul’s 


gratitude for Timothy brought light into Paul’s inner man. His spirit of thankfulness 
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prevented a focusing on himself and a preoccupation with discomfort and pain.””” Paul 
called on his young co-worker to continue in the fight of faith, even as Paul approached 
the end of his own life.” Not only did he want him to continue in faithfulness, but to use 
his life as a reference for him to follow. “What he calls on Timothy to do, he himself has 
done already.” 

Paul’s opening of 2 Timothy is very similar to the opening of 1 Timothy. Paul 
opened the letter by referencing himself as an “Apostle of Jesus Christ by the will of 
God.” The term apostle was used to reference someone who was chosen by God to carry 
the gospel all over the country or world or one who had seen the resurrected Christ. The 
reason for referencing himself as such is different from the purpose it was used in 
1Timothy. In 1 Timothy, he wanted to give credibility to his instructions to Timothy. 
Nevertheless, in 2 Timothy, he wanted to reinforce his appeals to Timothy to heed and 
follow him and the gospel he preached.* 

In 1 Timothy, Paul referred to his apostleship as “by the command of God” 

(1 Tim. 1:1). However, in 2 Timothy, he refers to his apostleship as “by the will of God.” 
In nine of Paul’s thirteen letters, he referred to God as the source of his apostleship.”” 


Paul always sought to establish his apostleship for others to recognize God as the source, 


~° Thomas D. Lea and Hayne P. Griffin, “1, 2 Timothy, Titus” The New American Commentary, 
Vol. 34 (Nashville: Broadman & Holman Publishers, 1992), 185-186. 


°!'2 Tim. 1:1-7 (ESV Global Study Bible) 
* Thid., 180. 
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“by the will of God,” not personal choice or self-promotion. The goal and purpose of 
Paul’s apostleship is emphasized in the phrase beginning with “according to.” 
His mission was to make known that eternal life becomes a reality through fellowship 
with Christ. Paul was teaching that true life becomes available only in Christ. 

Timothy was virtually Paul’s mentee who served faithfully with him in many 
situations and on various assignments Paul gave to him. Paul trusted him greatly and was 
confident in Timothy’s ability to continue in the work. In 1 Timothy, Paul refers to 
Timothy as his “true son in the faith” to legitimize Timothy with the Ephesian church. 
However, in 2 Timothy, he felt the need to formally encourage him just in case he never 
saw him again. The entire letter insinuates the tremendous love of a father for his 
treasured son. The reference to Timothy in 2 Timothy as “‘a beloved son,” highlights the 
close relationship Paul maintained with his protégé, if not his convert.*> Peter Williams 
suggests that, “he is Paul’s dear son or dearly beloved son because it was through the 
apostle’s ministry that he was brought to birth in Christ.””° The mentioning of him as a 
“beloved son” was not to legitimize Timothy to anyone, but to simply express his 
affection for him. 

The close relationship between Paul and Timothy is quite evident throughout 


Paul’s writings. In fact, Timothy is mentioned in all of the Pauline letters with the 


a Lea, 180. 


35 4D. Litfin, “2 Timothy” J. F. Walvoord & R. B. Zuck, eds. The Bible Knowledge 
Commentary: An Exposition of the Scriptures ,Vol. 2 (Wheaton, IL: Victor Books, 1985), 749. 
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exception of Ephesians, Galatians, and Titus. Still, of all the letters, 2 Timothy gives the 
greatest information about Timothy in particular.*’ George Knight proposes the use of the 
term son may denote “one or more of three possible spiritual relationships existing 
between Timothy and Paul: (a) spiritual sonship, Timothy being Paul’s convert; (b) 
spiritual adoption and training, i.e., Timothy being Paul’s adopted spiritual son; (c) 
spiritual youth in relationship to Paul as the older person in the faith. It is likely that at 
least both (a) and (b) are true.””® The unique father-son or mentor-mentee relationship is 
strikingly evident as Paul wrote to the Philippian church: 

But I trust in the Lord Jesus to send Timothy to you shortly, that I also may be 

encouraged when I know your state. °° For I have no one like-minded, who will 

sincerely care for your state. *! For all seek their own, not the things which are of 

Christ Jesus. ** But you know his proven character, that as a son with his father he 

served with me in the gospel. *? Therefore I hope to send him at once, as soon as I 


see how it goes with me. ~’ But I trust in the Lord that I myself shall also come 
shortly.°” 


None of Paul’s followers showed greater loyalty than Timothy. Because of his 
faithfulness, Paul modeled and taught him leadership principles that allowed Timothy to 
lead after his death. 

In all of Paul’s letters, he presents the same greeting with only slight variations, 
“grace and peace be with you.” However, Paul began both letters to Timothy with a 
threefold greeting, “Grace, mercy, and peace.” This threefold greeting does not appear in 


any of his other writings. The term grace is a noun form of the normal Greek word for 


*” Thid., 365. 


8 George Knight, “The Pastoral Epistles Commentary on the Greek Text” New International 
Greek Testament Commentary (Grand Rapids, MI: W.B. Eerdmans, 1992), 365. 


*° Phil 2:19-24 


“sreetings,” describing the goodness and love God gives to undeserving sinners. The love 
God shows is completely independent of humanity, it is entirely unmerited. Grace blots 
out the guilt of previous sin and the withholding of punishment that is truly deserved. 
Mercy is God’s help offered to the discouraged and stumbling. Paul’s use of the word 
may have reminded Timothy of the sustaining mercy he needed in the face of intense 
opposition and difficulty. 

Peace is a Greek expression that describes a state of salvation which results from 
the grace and mercy of God. It refers to a condition of wholeness and harmony existing 
between a person and God. It is the condition of wholeness which provides a foundation 
for stability in all of life.*” Grace, mercy, and peace are treasured gifts in the life of a 
Christian. However, “grace, mercy, and peace are not just to be received; they are also to 
be shared.” 

Like most of Paul’s writings, he began the body of this letter with thanksgiving to 
God. The implication in verse three is that Paul is thanking God for Timothy in that he 
remembers him in his prayers, while reflecting on his personal service to God. The word 
for serve only appears here in the pastoral letters. The verb refers to service provided by 
slaves or free people, sometimes volunteer and other times with compensation. Paul 
refers to his service “with a pure conscience” to emphasize that his service to God was 
without hypocrisy as his “forefathers did.” In serving God, Paul simply followed the 
patterns that were established by his forefathers, this was true to typical succession 


associated with Old Testament religion. 
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Paul’s emphasis on succession paves the way for him to mention succession in 
Timothy’s family. In verse three, Paul goes on to express how diligently he prays for 
Timothy. Paul’s use of the phrase ‘as without ceasing’ or ‘constantly’ did not necessarily 
suggest Paul was always praying, but whether day or night, Timothy was a basis when he 
did pray.” The only points where the word for “constantly” is used is here and in 
Romans 9:2. In addition, the word for “remember” is only found in the pastoral letters. 

It denotes the recollection of information without the implication the information 
recalled was somehow forgotten. Nevertheless, in this context, it denotes both 
recollection and mentioning as if to say, “every time I pray, I always mention your 
name.””° Because of the close cone between Paul and Timothy, he greatly desired 
to see him. Seeing Timothy would bring him great joy, especially in light of the tears | 
Timothy shed as Paul left for Macedonia, leaving Timothy in Ephesus. Interestingly, Paul 
uses the word “joy” more than any other New Testament author. Joy is a recurring theme 
in his writings. He does not use the word in all of his writings. Joy is only used once in 
Galatians, Colossians, Philemon, and 2 Timothy. 

In 2 Timothy, joy denotes a sense of renewed contact with a beloved colleague.” 
Despite the persecution and suffering Paul was experiencing in prison, he remembered 
Timothy’s faith. 

The basis for his gratitude was based on the work of God in Timothy’s life that 


produced a “genuine faith.” 


7 Lea, 184. 
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This genuine faith is literally interpreted as not hypocritical.*” Timothy possessed a faith 
in the God of the Old Testament that was revealed in Jesus of the New Testament. - 
Timothy’s faith in God was witnessed in his faithfulness to Paul. Nevertheless, Paul did 
not arrive at such faith on his own accord. Paul pointed to Timothy’s family as the source 
of his faith. The implication is that his grandmother Lois and his mother Eunice passed 
down their spiritual heritage to Timothy. Traditionally, Jewish boys received instruction 
by their fathers however, Timothy’s father was Greek.*° Therefore, it was up to his 
grandmother and mother to teach him. In Opening Up 2 Timothy, Peter Williams further 
describes other biblical family dynamics. 
Timothy was a third generation Christian and owed his ‘sincere faith’ to the 
groundwork done in his life by his mother and grandmother who had taught him 
the scriptures from infancy (2 Tim. 3:15). Throughout the Bible, the role of the 
family and godly parentage is clearly taught: ‘Honour your father and your 
mother’ (Exod. 20:12). “Train a child in the way he should go, and when he 1s old 
he will not turn from it’ (Prov. 22:6). “Children obey your parents in the 


Lord...Fathers, do not exasperate your children; instead, bring them up in the 
training and instruction of the Lord’ (Eph. 6: 4) 


What Williams describes above could easily be paralleled to the succession of 
faith throughout generations. Because of the teaching Timothy received, Paul was 
“persuaded” of the reality of his faith. This expression implies that Paul was 
unswervingly convinced he possessed the same faith of his family. While family played 
an integral role in Timothy’s life, there is little mention of Timothy’s family throughout 


the Bible. In the only New Testament reference to Timothy’s grandmother Lois is found 


* Bob J. Utley, “Paul’s Fourth Missionary Journey: I Timothy, Titus, II Timothy” Study Guide 
Commentary Series, Vol. 9 (Marshall, TX: Bible Lessons International, 2013), 136. 
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in 2 Timothy. In addition, his mother Eunice, is only implicated in the New Testament in 
Acts 16:1, but never mentioned by name. 

The intricacies of 2 Timothy 1:3-5 are astounding. In Greek, all three verses 
comprise a single sentence. However, many English translations divide them into three 
sentences. There are three themes in the verses worthy of note. First, terms that denote 
“remembering” are repeated three times in the verses. Paul remembers Timothy in his 
prayers (v. 3b), he remembers his tears (v.4), and he remembers his sincere faith (v.5a). 
Second, Paul points to similarities between his life and Timothy’s life. Third, Paul desires 
that Timothy grow in faithfulness (v.5b), the kind of faithfulness he witnessed in Paul’s 
life as well as his mother and grandmother.” 

Paul reminded Timothy to “stir up the gift” that was in him. Timothy possessed a 
gift for ministry and Paul desired him to revitalize his commitment to ministry. To stir up 
in an intransitive sense means “to revive.’ Paul’s statement to Timothy did not imply 
that he lost his spiritual favor. Conversely, Paul desired that Timothy have an even 
greater commitment to ministry. 

The fact Paul reminded him suggests that Timothy was well aware of the gifts that 
were lavished on him by Paul’s laying on of hands. The time and location of Paul’s 
ordination of Timothy cannot be determined however, Paul simply desired that Timothy 
be revived. The laying on of hands was nothing short of symbolic, it did not cause the gift 
to enter him. It was a visible representation and symbol of the spirit on and in him. 


Charles Barrett contends that Timothy’s gift did not function ex opera operato, meaning it 


*8 Paul M. Zehr, “1 & 2 Timothy, Titus,” Believers Church Bible Commentary (Scottsdale, PA: 
Herald Press, 2010), 153. 
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did not function on its own accord. However, it sprang from the faith and commitment of 
the recipient.” 

In verse seven, Paul shifts to explain the reason for his reminder to “stir up the 
gift.” The reason why Timothy should stir up the gift and revitalize his commitment to 
ministry is because God does not produce fear in the lives of his people. A spirit of fear 
would falter in his call to leadership. Because of Timothy’s history of cowardice, Paul 
saw the need to let him know or to remind him that his fear was not of God. While noting 
that fear was not of God, Paul did communicate what was of God—power, love, and a 
sound mind. John Bernard declares, “‘Timothy needed “power to fulfill his arduous tasks, 
love to suffer gladly all opposition ... [and] discipline, to correct and warn the wayward 


1 
and careless.’ 


Comparing Moses and Joshua to Paul and Timothy 
There are remarkable similarities in how both Joshua and Timothy were initiated 

into their respective relationships. For Joshua, Moses commissioned him to fight the 
Amalekites. For Timothy, Paul tasked him with the responsibility to take care of the 
congregation he established in Berea. Interestingly, Joshua had never fought before being 
challenged by Moses and Timothy had never pastored being challenged by Paul. It is not 
difficult to imagine that there was likely a great degree of uncertainty as it relates to their 
preparation or lack thereof. Nonetheless, Scriptures suggest both met their challenges 


with courage. 


°° Charles K. Barrett, The Pastoral Epistles, NCB, ed. H. F. D. Sparks (Oxford, UK: University 
Press, 1963), 93. 
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Both Joshua and Timothy are considered to be successful leaders, both their 
successes were marked with challenges of the unknown. However, the circumstances of 
their lives demonstrate God’s calling and preparation as the leaders God selected.” * They 
teach today’s leaders that in order to be a great leader, one must be willing to face the 
challenges of the unknown. Paul’s first letter to Timothy was laced with great practical 
advice that remains applicable for today’s leaders. In the letter, Paul not only instructed 
Timothy of things to do, but he also gave instructions about things to avoid. Below 
summarizes the practical advice Paul gave Timothy for the ministry: 

Exhortations: What to do 


e Command others to teach no other doctrine than the true doctrine of Christ 
(1:3). 

e Teach the Good News that Christ saves sinners (1:15-18). 

e Pray and intercede for everyone (2:1). 

Choose church leaders who are worthy of the office (3:1-15). 

Instruct others in sound doctrine (4:6). 

Train oneself in godliness (4:7, 8). 

Be an example to the believers in word, in conduct, in love, in spirit, in faith, 

and in purity (4:12). 

e Honor widows (5:3). 

® Stay pure (5:22). 

e Pursue righteousness, faith, love, patience, and gentleness (6:1 i Si 


Warnings: What to avoid 


Do not listen to fables or endless genealogies which cause disputes (1:4). 
Reject fables (4:7). 

Do not neglect your gift (4:14). 

Do not rebuke older men, but exhort them (5:1). 

Do not receive an accusation against an elder unless there are two witnesses 
(5:19). 

e Do not govern the church with prejudice, be impartial (5:21). 

e Do not hastily lay hands on anyone (5:22). 


** Sid Buzzell, The Leadership Bible (Grand Rapids, MI: Zondervan, 1998), 1. 
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e Withdraw from those who reject Paul’s teaching and are constantly arguing 
over words (6:4, 5). 

e Flee from those who are greedy and want to become wealthy from the 
ministry (6:5-11). 

e Avoid profane and idle talk, which is falsely called knowledge (6:20).°" 


Through Paul’s ministry, he sought to lay out clear ministry goals to Timothy he wanted 
him to focus on as he went forth in ministry. The five goals were eternal life, past 
promises, present promises, future promises, and the sovereign God. 

First, Paul encouraged Timothy to “fight the good fight of the faith,” 
emphasizing the great eternal rewards that awaited him. Second, Paul spoke of past 
promises by reminding Timothy of his commitment to Christ, “which you made the good 
confession in the presence of many witnesses.” Third, Paul reminded Timothy of his 
charge in sharing the Gospel of Christ. Fourth, Paul spoke of future promises by 
encouraging him to continue in ministry “until the appearing of our Lord Jesus Christ.” 

Last but certainly not least, Paul’s goal was to do it all with a focus on the 
sovereign God, “who is the blessed and only Sovereign, the King of kings and Lord of 
lords, who alone has immortality, who dwells in unapproachable light, whom no one has 
ever seen or can see. To him be honor and eternal dominion.” In short, Paul detailed a 
roadmap for Timothy to follow in ministry. Paul’s provision of goals and details to 
Timothy paved the way for a successful leadership transition. 

In addition to great similarities in the great mentor-mentee relationships between 
Moses and Joshua and Paul and Timothy, there are more that are noteworthy. Both 


Joshua and Timothy experienced the honor of being affirmed by their predecessors. 
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In the book, Pastoring with a Picture Behind You, Dr. J. Derrick Johnson notes: 

While the Biblical models suggest the involvement of the predecessor and 

successor in the process of leadership transitions, that is not always the reality of 

leadership transition. Ideally, the retiring predecessor will bestow his or her 
blessing on the successor and give full support. However, the blessing and support 
of the predecessor is not always available to the successor. 

Nonetheless, both Joshua and Timothy had the opportunity to be affirmed by their 
predecessors. As Moses faced his impending death, Joshua was charged to lead Israel 
into the land God promised. Likewise, Timothy was charged with carrying the torch of 
ministry forward as Paul faced his impending death. 

ol charge you therefore before God and the Lord Jesus Christ, who will judge the 

living and the dead at His appearing and His kingdom:*Preach the word! Be ready 

in season and out of season, Convince, rebuke, exhort, with all longsuffering and 
teaching. For the time will come when they will not endure sound doctrine, but 
according to their own desires, because they have itching ears away from the 
truth, and be turned aside to fables. °But you be watchful in all things, endure 
afflictions, do the work of an evangelist, fulfill your ministry:”’ 

Timothy was officially charged in 2 Timothy 4:1-8. As God’s promise for Israel 
did not change when Moses died, the plan or vision to enter the land God promised them 
remained unchanged as well. While Joshua did some things differently, he operated under 
the vision that was passed down to him. The same is true of Timothy. God’s goal for the 
people was uninterrupted with the deaths of Moses and Paul. As with Joshua, Timothy 
did some things differently, however everything he accomplished was birthed out of the 
vision for ministry Paul passed down to him. 


Both Moses and Paul show today’s leadership the passing on of ministry goals 


and details are imperative in a successful leadership transition. In the Old Testament, 


°° ¥. Derrick Johnson, Pastoring with a Picture Behind You (Columbus, OH: Johnson Publishing, 
2014), 80. 
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Joshua journeyed on to finish what Moses started and led the people into the land God 
promised them. In the New Testament, Timothy journeyed on to further the progress of 


the congregations Paul established. 
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CHAPTER THREE 


HISTORICAL FOUNDATION 


Today, many leaders give little or no thought to what happens to their area of 
ministry after them, so they do little to prepare for it. Nevertheless, when leaders are 
suddenly faced with leaving their position, they discover much of their work remains 
undone unless there is a capable predecessor.' Succession planning is a systematic system 
to assist new leaders in transitioning their organization or ministry to another person or 
persons. Success is the root word of succession. The ultimate goal of an effective 
succession plan is that the incoming person or persons would experience much success or 
more success than their predecessor. In addition, it ensures incoming leaders have all of 
the tools they need to effectively transition into a new role. 

Succession planning is beneficial to any organization of ministry. With effective 
succession planning, a departing leader leaves their position with heightened confidence 
knowing their area of ministry is in capable hands. Also, the incoming leader is better 
equipped to carry out the goals and is more self-assured because they have been 


effectively mentored and possess the necessary tools for the task. In addition, those under 
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their leadership are more embracing of the change because an effective succession plan 
removes many of the obstacles many times associated with leadership changes. A proven 
indication of a person’s leadership effectiveness is evidenced in their succession plan. Great 
leaders plan for the future of their ministry and a succession plan provides for a successful 
transition. 

Succession planning as a concept became official in the 1900’s, however; the practice 
of succession planning was taking place well before that time. Succession planning as a 
practice can be traced back to slavery in the United States. During slavery, white slave 
owners practiced succession planning by what can be referred to as slave breeding. Slave 
breeding in the United States were practices of slave ownership that aimed to influence the 
reproduction of slaves in order to increase the wealth of slaveholders. Slave breeding 
included coerced sexual relations between male and female slaves, promoting pregnancies of 
slaves, sexual relations between master and slave with the aim of producing slave children, 
and favoring female slaves who produced a relatively large number of children.’ 

Because of slave breeding, the future and purpose of children were defined even by 
slave owners prior to their conception. When children were born, mothers were allowed to 
care for them under the watchful eye of the slave owners. Understanding how African 
American women typically loved and nurtured their children, slave owners sought to ensure 
their future investment was well cared for. Children reared under these conditions were 
taught by their parents how to be slaves. Their parents would pass down the necessary skill 


sets to complete the tasks required by their slave owners. Many times, young girls were 
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trained how to perform house duties in compliance with the master’s desires while young 
boys were taught how to pick cotton and perform other duties in the field. 

As parents aged, they would interchange roles with their children in both the house 
and the field, bringing new labor to the plantation while minimizing disruption to work 
production. In many cases, the interchange from adult slaves to youth triggered an increase in 
work productivity. This further accentuates the fact slave owners were succession planning in 
the 1800’s, considerably before succession planning became a widely known concept. 

During the 1800’s, chattel slavery was prevalent in both the North and the South. 
Slave owners in both regions held strongly to their spiritual beliefs. However, there was a 
difference in the thought patterns of slave owners in each region. In many parts of the North, 
slave owners thought it befitting to their Christianity to teach slaves to read and write and 
encouraged Bible reading. While this may appear to be a noble effort of slave owners, 
unfortunately that was not the case. In many cases, the reading of the Bible was encouraged 
only to fortify and validate slavery activity by directing slaves only to Scriptures that 
referenced obedience to their masters. With this, the reading of the Bible was the one point 
where North and South slave owners agreed. However, while slave owners in the South 
agreed with the use of the Bible to fortify their position as a higher power, they were 
profoundly afraid of the possible repercussions of literate slaves. It was believed that literate 
slaves were more likely to revolt and encourage others to revolt as well. This fear was 


manifested in the laws and regulations of some states. 
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In 1740, South Carolina passed a law that prohibited teaching slaves how to read or 
write.” Fines were incurred by anyone discovered breaking the law. Other states adopted 
similar laws however; some blacks received an education nonetheless. For slave owners, the 
most effective enforcement instrument was ignorance. The less educated the slaves were, the 
better off the slave owners were able to isolate the slaves from outside influences. Slave 
owners on large rice or cotton plantations had more success keeping slaves ignorant because 
they were isolated from outside influences. On the other hand slaves in the city had more 
contact with outside influences therefore: they had a greater likelihood of receiving an 
education. In the South at large, the education of slaves was strictly forbidden, but was not 
completely forbidden in the North. 

Motivated by their Christian beliefs, some sects of slave owners established 
plantation schools and made some slaves responsible for record-keeping at the plantations. 
Because of greater access to education, slaves in the North were more likely to have the 
ability to read and write compared to slaves in the South. Quakers played a vital role in the 
education of northern slaves, significantly increasing the number of literate slaves in the 
North. Learning to read and write was the ultimate goal for older slaves, because being able 


to read gave them the ability to read the Bible. 
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In the article, Zhe Bible in Negro Education, Booker T. Washington writes: 

With weak and unaccustomed eyes, old men and women would struggle along month 

after month in their effort to master the primer, in order to get, if possible a little 

knowledge of the Bible. The thought of passing from earth without being able to read 

the Bible was a source of deep sorrow. 
In the absence of formal education opportunities for many slaves in the pre-abolition North 
and the antebellum South, “the pursuit of education became a communal effort—slaves 
learned from parents, spouses, family members, and fellow slaves.” Understanding the 
importance and effectiveness of passing on skills and abilities to their children, parents and 
the surrounding community passed education on to subsequent generations. Moreover, while 
slave owners focused on Scriptures that related to slave obedience, with the ability to read, 
literate slaves became aware of Scriptures that offered hope and liberation. 

The message of hope and liberation in the Bible became vital to the psyche of the 
slaves to preserve them through the darkest days of slavery—especially in the South. The 
message of hope included optimism for a world where sorrow and trouble would be no more. 
Hope encouraged them to look forward to the day where they would exchange their slave 
garments for heavenly garments. Hope encouraged them to look beyond the mansion they 
served in and around to the heavenly mansion they would inherit if they held on. 


“The favorite parts of the Bible to the Negro slaves were those mysterious passages 


that gave them pictures of that life after death when they should gain a sort of freedom and 


* Booker T. Washington, The Bible in Negro Education, accessed September 18, 2013, 
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there should be no more work and no more sorrow.” The thought of life in heaven inspired 
freedom songs, many of which can be heard in many of today’s African American churches. 
Hope was what early slaves firmly gripped and they passed that message of hope to 
upcoming generations. Slave owners implemented succession planning by way of slave 
breeding, and slaves implemented succession planning by planting a message hope into the 
hearts and minds of generations to come. Parents hoped for the freedom of their children, 
their children hoped for the freedom of their children. Hope was passed on from generation 
to generation until slavery was officially abolished. The thirteenth amendment of the United 
States Constitution abolished slavery. It was passed by Congress on January 31, 1865, and 
ratified on December 6, 1865. The amendment provides that "Neither slavery nor involuntary 
servitude, except as a punishment for crime whereof the party shall have been duly 
convicted, shall exist within the United States.’”’ 

Christianity and church attendance was introduced to African-American slaves in the 
late 1700s. While slaves attended church, they were expected to conform to the surrounding 
culture and ignore their innate methods of expression. For many years, slaves attended 
worship, but were spiritually bankrupt because they were unable to worship God in freedom, 
worship services were geared toward their compliance to slavery rather than their freedom or 
relationship with God. There was virtually no concern of the slave owners to save the souls 
of slaves and for them to establish a personal relationship with Christ. To alleviate the 
problem of having to worship alongside their slave owners, slaves would gather secretly at 


the edge of the plantations to bush harbors to worship during the midnight hour. Slave 
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owners usually had no knowledge of these secret gatherings, for the slaves were thought to 
be sleeping, resting for the next day’s work load. However, under the bush harbors, slaves 
would worship God with singing, dancing, and encouraging one another with a message of 
hope. 

The bush harbors, also known as brush harbors were constructed using tree limbs, 
bushes, or brushes to buffer the loudness of their worship. The bush harbor was imperative in 
ensuring they could not be heard by the slave owners. As slaves were sold and transferred 
from plantation to plantation, knowledge of bush harbor worship was passed on to other 
plantations. Therefore, worshipping under bush harbors became fairly commonplace for 
slaves in the antebellum South which was the founding ground for many of today’s African- 


American churches. 


African American Youth Ministry 

Christianity and church attendance has always been extremely important in the 
African-American community. It is because of Christ slavery was abolished and African 
Americans have freedom both on earth and in Christ. Interestingly, just as northern and 
southern slave owners had their differences as it related to the education of slaves, there were 
glaring differences in the spiritual philosophies of northern and southern African-American 
churches. The northern churches were typically larger than southern churches, but focused 
more on societal ills. 

On the other hand, southern churches focused on maintaining traditions, many of 
which were established in bush harbor worship. Nevertheless, in both regions, churches 


essentially had the same design. Early in church history, there were no small groups, 
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marriage ministries, singles ministries, evangelism ministries, and certainly no youth 
ministries. Even when these ministries evolved over time, a ministry for youth remained a 
low priority for most African-American churches. 

The beginning of modern youth ministry dates back to the evangelistic work of 

Robert Raikes. In 1780, Robert Raikes formed Sunday schools in an attempt to reach poor 
children in Gloucester, England. Because many of the children were forced to work 
throughout the week, Raikes sought to teach them what they were unable to gain in school. 
The Sunday school was designed to teach language and math, however, the emphasis later 
shifted to biblical literacy and Christianity.* Because of Raikes efforts and the spreading of 
the ministry, churches took his lead and formed Sunday schools as a means of evangelism 
which later became a tool for discipleship. 

| While Raikes was interested in the salvation of poor English children, Robert E. Lee 
and “Stonewall Jackson” were the first to introduce African Americans to Sunday school. In 
1795, Richard Allen, the founder and first Bishop of the African American Methodist Church 
formed the first church-related Sunday school for African Americans in America. In 1882, 
Charles S. Smith organized the first Black Sunday School Union. Four years later in 1888, he 


became one of the first black Christian education executives of the union.” 


* Heflin Houston, Youth Pastor: The T, heology and Practice of Youth Ministry (Nashville, TN: 
Abingdon Press, 2009), 17-18. 


” Charles R. Foster, Ethel R. J ohnson, and Grant 8. Shockley, “Journey of Black Americans: Past, 
Present, Future” Christian Education (Nashville, TN: Discipleship Resources, 1985), 12. 
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Throughout history, Sunday school became paramount in the African-American church.'° 
Unfortunately, interest and attendance in Sunday school has waned over the years. Previous 
generations failed to impart the importance of Sunday school to an upcoming generations. As 
Sunday school attendance has waned over the years, the rate of crime and criminal activity in 
the African-American community continues to rise. Over time, the current generation of 
African-American youth seems to be increasingly less and less interested in God and the 
church at large. In The Black Church in the African-American Experience, the authors make 
a profound statement: 

For the first time in Black history, we are seeing an unchurched generation of young 

black people...In previous generations, you could always assume some knowledge of 

black church culture, like favorite hymns, or prayers, or some rituals. Today, there are 

teenagers out there who have no knowledge of and no respect for the black church 

and its traditions.’' 
When we consider the spiritual state of today’s African-American youth, it is possible to 
point to each generation’s failure to teach upcoming generations as part of the blame. In an 
additional article entitled, Slavery and the Making of America: Education, Arts, and Culture, 
Booker T. Washington wrote: 

When the Negro in the schools or in his daily life parts company with the Bible and 

its teachings, he gives up the one great heritage that the fathers and mothers gained 

for him by blood and toil through all the years of their servitude; he gives up the 


inspiration, the hope, and the comfort of the Christian religion, without which I do not 
believe it possible for the Negro as a race to struggle on and upward to success. Ss 


10 Thid., 12. 


| C. Eric Lincoln and Lawrence H. Mamiya, The Black Church in the African American Experience 
(Durham, NC: Duke University Press, 1990), 25. 


2 Sambol-Tosco, 1. 
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The education of future generations was a communal effort. While it was the family’s 
primary responsibility to teach their children, the community as a whole played a role in the 
effort. Most African-American communities operated in accordance with the old African 
proverb, “it takes a village to raise a child.” The entire community contributed to the 
education of youth, both academically and spiritually. However, the father was the spiritual 
leader of the family. Biblically, the father is ultimately responsible for the teaching and well- 
being of his family. Parents were to operate according to the biblical instruction to teach their 


children in the Scriptures. 


The African-American Church 

As aresult of the efforts of Methodist Church pioneer, Francis Asbury, by 1791, there 
were roughly 11,680 African Methodists. By 1861, the Methodist Church contained roughly 
210,000 Africans.'> Among the many African slaves that were converted was Richard Allen. 
Asbury encouraged Allen to enter the ministry. It is believed that Asbury recognized that 
Allen would be better capable to reaching other slaves. Remarkably, Allen’s preaching led to 
the conversion of his owner, Benjamin Chew, a Philadelphia lawyer. Following his 
conversion, Chew allowed Allen to work for hire on the plantation, which led to Allen’s 


eventual ability to purchase his freedom. 


In an effort to expand his reach, Allen and others developed the Free African Society 


as a “mutual aid society to address the full range of need of African Americans that were not 


3 Albert J. Raboteau, Slave Religion: The "Invisible Institution" in the Antebellum South (Oxford: 
Oxford United Press, 1980), 131. 
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addressed in the regular church gatherings.”’* During a church service in 1787, African 
members were physically prevented from an altar prayer. With great rage, the Africans 
withdrew from the church and vowed never to return.'” What had begun as the Free African 
Society went on to become the African Methodist Episcopal Church (AME). Allen was 
convinced that simple doctrine and good discipline were vital, therefore, he desired to 
maintain Methodist ties. After severing its ties to the Methodist Episcopal Church, the 
Africans were in need of a place to worship. Allen and a few others purchased a blacksmith 
shop to hold its worship services. Francis Asbury later dedicated the building and named it 
Bethel Church and ordained Allen at Pastor. Richard Allen became the founder and first 
Bishop of the African Methodist Episcopal Church. 

Due to the hardships other Africans were experiencing throughout the country, many 
African congregations united with the African Methodist Episcopal Church under Allen’s 
leadership. In addition to simple doctrine and good discipline, the AME Church promoted 
proper dealings in business and other relationships, punctuality, and proper attire. It was 
believed if members demonstrated appropriate conduct and appearance, African Americans 
had a greater chance of receiving better treatment if they presented themselves properly. In 
an attempt to carry out this agenda, Benevolent and Temperance societies were formed. 

As the first African American denomination, the AME Church has done and 
continues to have a significant impact on the African American community. The foundation 


of African American Christianity is found in the African Methodist Episcopal Church. 


'* Anne H. Pinn and Anthony B. Pinn, Fortress Introduction to Black Church History (Minneapolis, 
MN: Fortress, 2002), 31. 


> Thid., 32. 
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However, one of the largest African American denominations is the Baptist faith. The Baptist 
faith of African Americans had its beginning with John Smyth. John Smyth was a Pastor who 
moved his congregants to Holland after experiencing great persecution in Gainsborough, 
England. The persecution was the result of Smyth’s stance on baptism. Smyth argued that 
baptism should only take place when an adult has made a confession of faith in Jesus Christ. 
Based on this doctrine, he and his congregants re-baptized themselves in an effort to draw 
nearer to a greater understanding of God’s church. As a result of this act, the first Baptist 
Church was formed in Holland."® 

Smyth and his followers were in search of a pure relationship with God and fellow 
believers. However, this search drew opposition from some of his followers who questioned 
his potential move to unite with the Mennonites. Those who opposed the union broke away 
and joined other Baptist groups. The Particular Baptists maintained a Calvinist understanding 
that salvation was only available to an elect few. The General Baptists comprised those who 
believed salvation was available to all. While both groups had their differences, both 
maintained the common goal of transforming the African American church. 

Unlike Methodists, the Baptists sought to establish more freedom in its worship 
services. Baptist worship included energetic singing and the celebration of God’s goodness in 
worship. 

While they embraced the emotional elements of worship, like the Methodists, they held to a 
strict standard of living. In the Baptist church the failure to comply with the expectations of 


Christian living could lead to expulsion from the church. The Baptists had stringent standards 


'® Pinn, 63. 
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in regard to Christian living however; they seemed to possess minimal concern for the 
education of its preachers and with memorizing catechisms. With the exception of a divine 
call to ministry, there were virtually no requirements for Baptist preachers to lead 
congregations unlike their Methodist counterparts. Nevertheless, higher education in the 


Baptist church became a growing trend over the years. 


Church Government 


Churches today have various forms of government. Forms of church government can 
be broken down into three major categories: Episcopalian, Presbyterian, and Congregational. 
In the Episcopalian form of government, there are officers known as a priesthood, who are 
the final authority for decision-making outside of the local church. In the Presbyterian form 
of government, it is run by elders who may have authority over their local congregation in 
addition to others. Through the presbytery and the general assembly, an elder may oversee 
churches in a region and in the denomination as a whole. In the congregational form of 
government, the local congregation is the final authority, although some congregational 
latitude is surrendered through denominational affiliation. Furthermore, the actual form of 
governance can vary even in congregational churches.'’ 

In the section below, we will focus on the government structures of the African 


Methodist Episcopal Church and the Baptist Church. The AME Church does not neatly fit 


'’ Wayne A. Grudem, Systematic Theology: An Introduction to Biblical Doctrine (Leicester, UK: Inter- 
Varsity Press, 1994), 923. 
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into any of the categories described above. The national website for the African Methodist 


Episcopal Church describes its governing structure below: 


The African Methodist Episcopal Church is a connectional organization. Each local 
church is a part of the larger connection. The Bishops are the Chief Officers of the 
Connectional Organization. They are elected for life by a majority vote of the General 
Conference which meets every four years. Bishops are bound by the laws of the 
church to retire upon the General Conference nearest their 75th birthday. 


Presiding Elders are the assistants, like middle management, whom the Bishops 
appoint to supervise the preachers in a Presiding Elder’s District. A Presiding Elder 
District is one portion of an Annual Conference, which in turn is one part of the 
Episcopal District over which a Bishop presides. In the Presiding Elder District, the 
appointed Presiding Elder meets with the local churches that comprise the District, at 
least once every three months for a Quarterly Conference. The Presiding Elder also 
presides over a District Conference and a Sunday School Convention in his or her 
District. At the end of an Annual Conference year, the Presiding Elder reports to the 
Bishop at the Annual Conference and makes recommendations for pastoral 
appointments. 


Pastors receive a yearly appointment to a charge (church), on the recommendation of 
the Presiding Elder and with the approval and final appointment of the Bishop. The 
pastor is in full charge of the Church and is an ex-officio member of all boards, 
organizations and clubs of that Church.” 


Because the governing structure varies from congregation to congregation within the Baptist 
church, it is difficult to define a standard structure. However, the National Baptist 
Convention does describe its role in the churches: 


The nature of this convention is defined by its ideal of voluntary membership and 
participation at both the organization and individual member levels. As such, the 
Convention does not prescribe nor exercise administrative or doctrinal control over 
any of its membership; these matters are left for the attention of local organization 
and church authorities. The strength of the Convention lies in its ability to harness 
and coordinate and network the resources and efforts of its membership to accomplish 
goals greater than those that could be accomplished in isolation. For this reason, the 


'8 African Methodist Episcopal Church: Our Structure, accessed August 12, 2013, http://www.ame- 
church.com/our-church/our-structure. 
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Convention has enjoyed the devoted participation and support of many churches and 
individuals throughout its history.'” 


It is obvious the African Methodist Episcopal Church has a process in place for its leaders 
and the church at large. As noted above, the Presiding Elder makes pastoral appointments on 
an annual basis. One advantage of this structure is that it gives the assurance that a 
congregation is never without a Pastor because a Pastor cannot be removed by a 
congregation. 

However, from a technical standpoint, a church could have a different Pastor on an 
annual basis, considering pastoral appointments are only for a year. While many churches 
maintain the same pastoral leadership for years, the Pastors are reconfirmed on an annual 
basis. Interestingly, while there is a great degree of detail given to the ability to make 
transitions in church leadership, it seems little thought has been given to how transitions in 
church leadership should occur. An incoming Pastor typically has no transition plan to assist 
him or her as they embark in leading a new church. 

Many times, because of the lack of a transitional plan churches flounder along until 
they are able to figure things out. Ideally, the leader must navigate the transition within a year 
because change is always a possibility at the Annual Conference. As stated earlier, the 
Baptist Church has a congregational structure, which means the congregation maintains most 
if not all authority of the church. This includes the hiring and firing of a Pastor and other 
leaders. 

Many times there is no process associated with this. Congregations throughout the United 


States are without Pastors because a group of people decided they were unhappy and 


'? National Baptist Convention USA, accessed August 12, 2013, http://www.nationalbaptist.com 
/about-us/organizational-structure/index.html. 
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spontaneously fired a Pastor from their congregation. What's more, the congregational 
governmental structure in general allows this to occur without a process in place. One of the 
advantages of the AME Church is the appointment system matches the gifts and talents of 
Pastors to particular congregations. However, neither denomination has a process in place to 
effectively transition new Pastors and/or leaders into their ministry. This missing link is vital 


to the future success and vitality of the African American church. 


CHAPTER FOUR 


THEOLOGICAL FOUNDATION 


Youth ministry is probably the most important, yet most overlooked ministry of 
today’s church. Many people speak of the importance of youth ministry but rarely match 
their words with action. The church must be realistic about the conditions of today’s 
youth. George Barna studies suggest 75% of believers accept Jesus by the age of 
eighteen.’ This fact alone speaks to the importance of youth ministry in today’s church. 
With the technology available today along with single-parent households, it is not 
surprising to find that adults spend 40% less time with their children than a generation 
ago.” With this, there has been a growing trend of mentoring organizations forming 
throughout the United States. Because many youth have little positive adult presence in 
their lives, there is a need for youth ministry. The preponderance of African-American 
churches do not view youth ministry as theological. In Taking Theology to Youth 
Ministry, author Andrew Root highlights the importance of viewing youth ministry not 


only as important, but also theologically. 


' Ron Hutchcraft, “The Battle for a Generation,” in Youth Ministry Handbook: Making the 
Connection, ed. by Josh McDowell (Nashville, TN: Word Publishing Company, 2000), 4. 


* Kenda Creasy Dean, “Proclaiming Salvation: Youth Ministry for the Twenty First Century 
Church,” Theology Today, 56 (2006), 529. 
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Theology at its most basic (and most profound) is passionate reflection on God’s 

action, on God’s own ministry. This means ministry actually makes theology 

possible. Theology is the servant of ministry, because theology is reflection on 

God’s action of ministry—which is often experienced in and through our own 

ministries, and in and through the ministry of the church. To say it again, ministry 

makes theology possible—not the other way around. This means that youth 
ministry is theological because its very purpose is to participate in the action of 

God.’ 

In some of today’s churches, mentoring is a credible and important element of 
youth ministry. Mentoring allows ministry to extend beyond the walls of the church and 
enter the area of true discipleship. In mentoring, youth have the opportunity to ask 
questions and receive guidance outside of normal youth ministry activities held at the 
church. It has been proven that one-on-one relationships produce greater results than 
group ministry for many youth. Because of its proven effectiveness, everyone from the 
President of the United States to community leaders are promoting mentoring. At the core 
of mentoring is relationship. Mentoring allows youth to tap into a support system outside 
of their family, and paves the way for adults to pass on skill sets and thought processes to 
help youth be successful. When effective mentoring takes places, it makes a positive 
impact on generations to come. However, this type of mentoring is not a new concept. In 
fact, the Bible is replete with mentoring relationships. 

Moses spent many years training and mentoring Joshua to lead the children of 
Israel. Joshua served faithfully as an assistant, unaware of the fact he was being prepared 
to possibly become Israel’s next leader. It is interesting to note there is no place in 


Scripture that suggests Joshua expected to be Israel’s next leader based on his service as 


Moses’ assistant. 


* Andrew Root, Taking Theology to Youth Ministry (Grand Rapids, MI: Zondervan, 2012), 55. 


What’s more, there is no place in Scripture that suggests he even had a desire to be 
Israel’s next leader. Throughout the Bible, it seems as if Joshua was being prepared to 
lead without his knowledge or consent. Moses believed in Joshua, which led to Joshua’s 
ultimate success. 

It was under Joshua’s leadership the children of Israel actually inherited the 
Promised Land. However, the inheritance of the land was one of the only differences 
between Joshua and children of Israel versus Moses and the children of Israel. For the 
most part, they followed Joshua much the same as they did Moses. This shows us not 
only does one’s personal theology inform how they function in their leadership role, but 
it also provides the necessary confidence to those who will follow their leadership. 
Interestingly, the children of Israel eens wholeheartedly willing to allow the past to be 
the past and move forward under Joshua’s leadership. One of the toughest things for an 
incoming leader to do is to simultaneously honor the past while detaching from it. In 
many churches, incoming leaders spend their first few years trying to establish 
themselves and gain acceptance from the people. 

The challenge for many ministries is to accept a new leader, their personality, 
vision, and methodology apart from the predecessor. A ministry’s ability to accomplish 
this will impact any progress the ministry hopes to achieve. The minimal or lack of 
progress many ministries experience is a direct result of an inability to bury the past. 
Warren Wiersbe speaks of his firsthand experience with this: 

Over the years I’ ve seen churches and parachurch ministries flounder and almost 

destroy themselves in futile attempts to embalm the past and escape the future. 


Their theme song was, “As it was in the beginning, so shall it ever be world 
without end.” 
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Often I’ve prayed with and for godly Christian leaders who were criticized, 
persecuted, and attacked simply because, like Joshua, they had a divine 
commission to lead a ministry into new fields of conquest; but the people would 
not follow. More than one pastor has been offered as a sacrificial lamb because he 
dared to suggest that the church make some changes.” 

In most cases, people struggle with change. This is especially true of youth. 
Therefore, it is essential that churches handle transitions in youth ministry leadership 
effectively. Because of Joshua’s faithfulness, he was chosen by Moses and affirmed by 
God to lead Israel after Moses’ death. In the New Testament, the mentor-mentee 
relationship of Paul and Timothy is strikingly similar to that of Moses and Joshua. While 
traveling through Lystra, he met Timothy and learned of his familial background. While 
his father was Greek, his mother and grandmother were steadfast Jewish women who 
taught him the Hebrew Scriptures during his childhood. 

After Paul learned of Timothy’s family history, he also learned of his great 
character and reputation among those in Lystra and Iconium (Acts 16:1-3). Immediately 
after hearing about his character and reputation, he extended an opportunity for Timothy 
to join him and Silas on the second and third missionary journeys. This marked the 
commencement of the mentor-mentee relationship between Paul and Timothy. He 
accompanied Paul and Silas and assisted them in their evangelism efforts in Philippi and 
Thessalonica. Timothy learned all of the Christian principles from Paul, which prompted 


him to write the first letter to Timothy in an effort to teach him how to lead. Facing 


impending death, he penned his second letter to Timothy. 


* Warren Wiersbe, “Be Strong,” Be Commentary Series (Wheaton, IL: Victor Books, 1996), 13. 
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Because of the mentoring of Moses and Paul, Joshua and Timothy were well prepared to 
lead after their deaths. In his Be Commentary Series, Warren Wiersbe says: 

Leaders don’t lead forever, even godly leaders like Moses. There comes a time in 

every ministry when God calls for a new beginning with a new generation and 

new leadership. Except for Joshua and Caleb, the old generation of Jews had 
perished during the nation’s wanderings in the wilderness; and Joshua was 
commissioned to lead the new generation into a new challenge: entering and 
conquering the Promised Land. “God buries His workmen, but His work goes 
on.” It was God who had chosen Joshua, and everybody in Israel knew that he 
was their new leader. 

Joshua and Timothy were well prepared to lead because Moses and Paul mentored 
them from novice to master. In Lead Like Jesus, author Ken Blanchard uses Jesus’ 
experience as a carpenter to develop a model for discipleship. Blanchard describes four 
stages of learning a new task (role), from novice (someone just starting out) to apprentice 
(someone in training) to journeyman (someone capable of working independently) and 
finally master/teacher (someone highly skilled and able to teach others).° This is the 
essence of discipleship and the ultimate goal of youth ministry. 

Considering the time most leaders serve, especially youth ministry leaders, proper 
training or succession planning is vital. Most full time youth leaders only serve eighteen 
month to three years. Over time, even this short period of time can be drastically reduced 
to sometimes less than a year! Therefore, the development of new leaders is paramount in 


today’s church if the church is going to adequately disciple its youth. God’s work of 


making disciples must go on! J. Oswald Sanders writes: “ 


> Thid:, 21-22: 


° Kenneth H. Blanchard and Phil Hodges, Lead Like Jesus: Lessons from the Greatest Leadership 
Role Model of All Times (Nashville, TN: Thomas Nelson Group, 2005), 102. 
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A work originated by God and conducted on spiritual principles will surmount the shock 
of a change of leadership and indeed will probably thrive better as a result” (Spiritual 
Leadership, p. 132).' Leaders must desire the success of a ministry after their departure. 
A leader’s personal theology impacts how they lead. According to Mark Senter, “your 
personal theology will have an effect on everything you do in youth work.” It will affect 


the type of message you bring, the response you expect, the progress of the youth among 


whom you minister, your method of counseling, your attitude toward others, and how you 


measure the results. 

In short, all that we do relates to what we actually believe.> What we believe 
reflects our understanding of the gospel call all Pastors and leaders are called to. While 
some youth ministry leaders are not necessarily called to the preaching ministry, they 
should have an understanding of the gospel call in order to effectively present the gospel 
to youth. According to Wayne Grudem, in Systematic Theology, the preaching or 
presentation of the gospel has three essential elements: explanation of the facts 
concerning salvation, invitation to respond to Christ personally in repentance and faith, 


and a promise of forgiveness and eternal life.” 


’ Wiersbe, 22. 


‘Warren Benson, “Theology of Youth Ministry,” in The Complete Book of Youth Ministry, ed. by 
Warren Benson and Mark H. Senter (Chicago, IL: Moody Press, 1995), 7. 


” Wayne A. Grudem, Systematic T. heology: An Introduction to Biblical Doctrine (Leicester, UK : 
Inter-Varsity, 1994), 694-95. 
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A youth leader must be able to thoroughly and simply explain the facts 
concerning salvation. Youth who come to Christ must have an accurate basic 
understanding of who Christ is and what salvation means. A simple explanation of 
salvation includes three vital facts: 

ie All people have sinned (Rom. 3:23). 


Z. The penalty for sin is death (Rom. 6:23). 
a Jesus Christ died to pay the penalty for our sins and rose again (Rom. 5:8) 


After there is an understanding and acceptance of these facts, youth leaders must also 
invite youth to respond to Christ. When the Bible speaks of individuals coming to Christ, 


it is about people coming to salvation in accepting Jesus’ invitation: 


Come to Me, all you who labor and are heavy laden, and I will give you rest. Take 

My yoke upon you and learn from Me, for I am gentle and lowly in heart, and you 

will find rest for your souls. For My yoke is easy and My burden is light.”"° 
It is important that leaders help youth to understand Christ’s invitation was not something 
that was spoken in antiquity. The same invitation is extended to youth today. 

It is interesting to note the use of the words labor and heavy laden in the above 
text. These do not seem to be words youth should be able to identify with. However, 
today’s youth face many pressures that allow them to identify with labor and being heavy 
laden. Because a large percentage of African American youth live in single parent homes, 
some youth must working to assist their parents or guardians in providing for their 
families. In addition, many youth function as parent assisting at home caring for younger 


siblings or relatives while their parent or guardian work multiple jobs. Not only is this 


labor intensive, but it can also be burdensome for youth. 


10 Mit. 11:28-30 


89 


90 

Furthermore, many youth live in poverty, crime and drug infested areas that 
continually challenge them. With all that youth face, a theological perspective is 
necessary to address their psychological and cultural realities. Theology must speak to 
their social and contextual experiences.'’ Youth must understand that the invitation is 
personal and requires a personal response for genuine salvation. Genuine salvation is not 
just a mental or verbal acceptance in response to Christ’s invitation, but it also includes 
repentance. 

In New Testament Theology, Frank Stagg says, ““New Testament salvation 1s 
concerned with persons, not merely the minds, and certainly not with “souls” in the 
Greek sense. The whole self if addressed in the call to God: the thinking, the feeling, 
willing, moral, spiritual, bodily self.”’? Many Pastors and youth leaders often overlook 
the need and importance of repentance because of the presumption that sin accompanies 
youth and that must be understood by Christian leaders. However, the Bible does not give 
an age range on repentance, but calls all believers to repentance and faith in Christ. This 
faith is to have an open mind, heart, and life to God to receive what God has to give and 
to yield what God demands, this faith is closely related to repentance.” 
Leaders must lead youth to salvation and encourage them to respond to Christ in 


repentance and faith. This firm foundation can then be passed on to generations to come. 


'! Abram Bergen, “Youth Encountering God,” Direction 31 (2006), 18-25. 
* Frank Stagg, New Testament Theology (Nashville, TN: Broadman, 1962), 119. 


'S Thid., 119-120. 


9] 
The succession of faith from generation to generation can be witnessed in the life of 
Timothy. In 2 Timothy, Paul spoke of Timothy in his statement, “When I call to 
remembrance the genuine faith that is in you, which dwelt first in your grandmother Lois 
and your mother Eunice, and I am persuaded it is in you also.”"* While salvation has its 
eternal benefits, it also has intrinsic value to the present situations of believers. Paul 
Tillich discussed this in his Systematic Theology book, by saying: 

With respect to both the original meaning of salvation (from salvus, “healed”’) and 

our present situation, it may be adequate to interpret salvation as “healing.” It 

corresponds to the state of estrangement as the main characteristic of existence. In 
this sense, healing means reuniting that which is estranged, giving a center to 
what is split, overcoming the split between God and man, man and his world, man 
and himself. Out of this interpretation of salvation, the concept of the New Being 
has grown. Salvation is reclaiming from the old and transferring into the New 

Being. This understanding includes the elements of salvation which were 

emphasized in other periods; it includes, above all, the fulfillment of the ultimate 

meaning of one’s existence, but it sees this in a special perspective, that of making 
salvus, of “healing.” 

Today’s youth are in need of salvation in several ways. Many of them are 
estranged in their own homes. Many others are in broken homes, thereby, they are split 
with themselves because their true identity oftentimes has not been discovered. 
Nevertheless, with all that goes on around them, salvation can bring healing both 


spiritually and existentially and bring “the fulfillment of the ultimate meaning of one’s 


existence.” 


49 Tim. 1:5 


'® Paul Tillich, Systematic Theology, Vol. 2 (Chicago, IL: University of Chicago, 1975), 119. 


Lastly, the presentation of the gospel should include a thorough explanation of the 
promise of forgiveness and eternal life. “The primary thing that is promised in the gospel 
message is the promise of forgiveness of sins and eternal life with God.”’® Youth need to 
understand that Christ accepts anyone who comes to him in sincere repentance and faith. 
Many youth feel disqualified from a relationship with Christ based on their familial 
background or economic status. Therefore, it is critical that youth leaders help them to 
understand that salvation, forgiveness, and eternal life are available to all who accept 
Christ. Paul declares, “for whoever calls on the name of the LORD shall be saved.”"” 
Forgiveness and eternal life are elements that do not receive much attention in many 
youth ministries. 

As stated earlier, sin is sometimes considered intrinsic to youth, therefore, 
emphasis on Christ’s forgiveness gets postponed until they are older. On the same hand, 
it is presumed youth will automatically reach adulthood as if the youth are exempt from 
tragedy. Youth leaders cannot assume youth are outside of death’s reach if they are not 
involved in drugs or gangs. However, many of today’s youth are dying from vehicular 
accidents, sickness among other things, therefore, it is vital youth leaders emphasize the 
importance and urgency of salvation. A leader’s understanding of the importance of these 
elements is critical in youth ministry. A youth leader’s understanding must be 
accompanied by the ability to present the gospel in a compelling manner that is relevant 


to the culture in which they live. 


'© Grudem, 695. 


7 Rom. 10:13 
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Youth leaders provide the spiritual foundation for youth and the understanding of 
the gospel call will ensure a solid foundation is laid in the life of youth. Many adults in 
today’s churches are being re-baptized because they lacked a solid spiritual foundation. 
Many adults describe their initial baptism as something they did but did not fully 
understand. Therefore, they get baptized again decades later after they have obtained a 


thorough understanding of the gospel and its work in the life of believers. 
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CHAPTER FIVE 


THEORETICAL FOUNDATION 


Peter Drucker, a great management guru and author of Management Challenges 
for the 21" Century said, “The ingredient most missing in churches today is a plan of 
succession. Ministers are getting older and the church is not thinking about the next 
generation.”’ The concept of succession planning has been defined as “a deliberate and 
systematic effort by an organization to ensure leadership continuity in key positions, 
retain and develop intellectual and knowledge capital for the future, and encourage 
individual advancement.” One of the top issues that plague today’s church is effective 
transitioning of its leaders. 

While some sects of Christianity have established a method of transitioning 
leaders from church to church, the church at large seems to lack an effective method of 
leadership transitioning within the church itself. Both have tremendous room for 


improvement. The average time many Senior Pastors serve is only three years.” 


' Peter F. Drucker, Management Challenges for the 21st Century (New York, NY: Harper 
Business, 2001), 75. 


* William J. Rothwell, Effective Succession Planning: Ensuring Leadership Continuity and 
Building Talent From Within (New York, NY: American Management Association, 2010), 27. 


> James W. Bryant, The New Guidebook for Pastors (Nashville, TN: B & H Publishing Group, 
2007), 18. 
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In the early independent African-American church, the Senior Pastor would remain at the 
same church until retirement or death. Over the years, there has been an incredibly 
downward shift in this dynamic. While three years seems to be a minute period of time, 
in some cases the Senior Pastor stays even less than three years. As demonstrated in 
chapter three, history has proven that the length of time for even church membership is 
relatively short. Therefore, many churches experience several transitions in key 
leadership positions over a relatively short period of time. However, when the transitions 
occur, very seldom is the church or ministry left healthy as a result. 

It is imperative the church considers how to effectively manage leadership 
transitions that prevent churches and ministries from floundering in dysfunction and 
oftentimes failing as a result of transitions in leadership. It has been proven that one of 
the best ways to manage leadership transitions is by effective succession planning. 
Succession planning is essential for the future of any entity. Succession planning was first 
recognized and documented as a universal need for organizations by Henri Fayol. Fayol 
was a French pioneer of management history.” In business, succession planning occurs as 
an integral part of doing business. Businesses do not wait until the leaders are on the 
brink of retirement to begin planning for its future. However, with succession planning, 
business prepare for the future continuously, notwithstanding the success or lack thereof 


it is experiencing. 


* Jim Henderson, “The Value of Succession Planning,” Leadership Advance Online Vol. 7, 2007, 
accessed September 25, 2013, www.regent.edu/acad/sls/publications/journals/ leadershipadvance/issue_7/ 
succession planning henderson.htm. 
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It’s no longer a plan that can only be accessed when leadership is going to 
change; a succession plan can be used before its “real” intent is necessary. 
It can be used to build strong leadership, help a business survive the daily 
changes in the marketplace, and force executives (leaders) to review and 
examine the company’s goals.” 

The concept of succession planning is not limited to the business arena. 
Government officials have even embraced the idea and have come to see its vital need. 
Nevertheless, it is better to discover the need for succession planning before the need for 
a successor arises. Succession planning is not something that can be accomplished 
overnight, it must take place well in advance of their departure. The sudden departure of 
a leader can have devastating effects on the organization is a successor has not been 
identified. 

Unfortunately, many leaders postpone it believing there is always time to do it. 
Nevertheless, when leaders are faced with a sudden move from their position, they soon 
realize their work would be in vain without a capable successor in place. Even with a 
capable successor in place, their work would be in vain if the successor lacks the 
necessary knowledge and tools to move the organization forward. On the brink of being 
forced from office did Great Britain’s former prime minister, Margaret Thatcher realized 


many of her policies were subject not to move forward because of her failure to establish 


a succession plan.° 


> Simplicity HR, accessed September 16, 2013, http://www.simplicityhr.com/resources/articles/ 
strategies/succession. 


° Henry T. Blackaby and Richard Blackaby, Spiritual Leadership: Moving People on to God's 
Agenda (Nashville, TN: Broadman & Holman Publishers, 2001), 279. 
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Her legacy then hinged on her successor, John Mayor, moving her policies forward in 
hopes of salvaging her legacy. She did not anticipate her departure therefore; she failed to 
prepare a plan for the future. 

It is believed that choosing a successor-in-chief is one of the most important 
decisions made by an organization, whether it is the cardinals in Rome selecting the next 
Pope or the United Kingdom wondering if the anointed successor is up to the job of the 
King. Bill George, former CEO of Medtronic said, “one of the most important things 
leaders do is to prepare for their own succession.’ The lack of a succession plan can 
literally endanger a leader’s legacy and virtually expunge every good work completed 


while in leadership. In the book, Haliezze, Jim Collins presents a Level 5 Hierarchy: 


e Level 1-Highly Capable Individual: Makes productive contributions 
through talent, knowledge, skills, and good work habits. 


e Level 2-Contributing Team Member: Contributes individual capabilities to 
the achievement of group objectives and works effectively with others in a 
group setting. 


e Level 3-Competent Manager: Organizes people and resources toward the 
effective and efficient pursuit of pre-determined objectives. 


e Level 4-Effective Leader: Catalyzes commitment to and vigorous pursuit 
of a clear and compelling vision, stimulating higher performance 
standards. 


e Level 5-Executive: Builds enduring greatness through a paradoxical blend 
of personal humility and professional will.° 


’Tbid., 187. 


* Jim Collins, Good to Great: Why Some Companies Make the Leap and Others Don’t (New York, 
NY: HarperCollins Publishers, 2001), 20. 


While every level of leadership is needed for any organization to be successful, the future 
of the organization hinges on Level 5 leadership. Collins encapsulates the essence of 
Level 5 leaders by saying: 

Level 5 leaders channel their ego needs away from themselves and into the 

larger goal of building a great company. It’s not that Level 5 leaders have 

no ego or self-interest. Indeed, they are incredibly ambitious—but their 

ambition is first and foremost for the institution, not themselves.” 

This Level 5 leadership is seen in one of the world’s largest shipping giants, 
FedEx. FedEx is a company that was voted as one of the best companies in the world to 
work for. In addition, the company was voted one of the most admired companies in 
America. Despite being one of the world’s premier companies, FedEx places tremendous 
emphasis on the importance of succession planning. Succession planning for the founder, 
Fred Smith, is discussed at least annually. The regular visitation of a succession plan 
asserts Mr. Smith’s commitment to the future success and sustainability of FedEx 
Express beyond his leadership or lifespan. While most employees are not privy to the 
identity of the potential successor, the company’s officials deem 1t 1mportant to let them 
know that a succession plan exists. The existence of a succession plan not only plans for 
planned departures but it also plans for unexpected departures. Likewise, the company 
utilizes a contingency plan that gives guidance for unexpected events that may negatively 
impact operations. 

Depending on the type of business and the hazards associated with it, many state 


regulatory agencies require the creation and implementation of a contingency plan. 


FedEx is one of many companies that possess a contingency plan. The purpose of the 


” Thid., 21. 
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plan is to provide necessary information for personnel to minimize releases of hazardous 
materials or waste into environment in the event of an emergency such as the following: 
fire, explosion, unplanned release of hazardous waste, flooding, or earthquake. The plan 
details what should happen in the event of these things that may happen but are not 
necessarily certain to occur. The contingency plan addresses and brings awareness to 
employees of the possible dangers associated with their workplace. It consists of 
emergency procedures to ensure employee safety, minimize and eliminate issues that 
would negatively impact business operations. To ensure all bases are covered, the plan 
includes a primary strategy, secondary strategy, and a tertiary strategy. Therefore, the 
company has a response strategy to address virtually any emergency that may or may not 
occur at a business location. 

FedEx considers the contingency plan one of the most important devices in the 
company because it establishes response measures that allow personnel to address 
emergencies while simultaneously maintaining its ability to deliver packages. In short, 
the existence of the contingency plan helps the company remain profitable irrespective of 
what happens. To ensure the contingency plan is a living document, the plan must be 
updated on an annual basis. Any changes in personnel, buildings, waste storage areas, 
spill response vendors, etc. must be documented according to state requirements. The 
failure to adequately update the plan could result in significant fines and penalties to the 
facility if the facility is inspected by an environmental regulatory agency. 

Despite the state’s requirements, an annual review of the plan is beneficial to the 


company because of the high turnover in its personnel. Therefore, the annual review of 
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the plan ensures the plan is accurate with personnel changes from year to year. The plan 
includes an emergency contact list that lists the names and contact information of people 
who play significant roles in an emergency situation. Interestingly, the plan lists both 
primary and secondary contact persons for every shift. 

The implementation of the emergency procedures in the plan do not hinge on 
certain individuals who could or could not be available. In addition to a state required 
annual review, the state also requires an annual training for personnel. 

In Good to Great, Collins’ emphasis is on companies, but there is a need for 
Level 5 leaders in ministries. Below are some key points about Level 5 leadership that 
should be considered from a ministry point of view: 


e Every good-to-great company had Level 5 leadership during the pivotal 
transition years. 


e Level 5 leaders set up their successors for even greater success in the next 
generation, whereas egocentric Level 4 leaders often set up their successors 
for failure. 


e Level 5 leaders display a compelling modesty, are self-effacing and 
understated. In contrast, two thirds of the comparison companies had leaders 
with gargantuan personal egos that contributed to the demise or continued 
mediocrity of the company. 


@ Level 5 leaders are fanatically driven, infected with an incurable need to 
produce sustained results. They are resolved to do whatever it takes to make 


the company great, no matter how big or hard the decisions. 


e Level 5 leaders look out the window to attributed success to factors other than 
themselves.!° 


!© Collins, 39. 
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If Level 5 leadership exists in church ministries, we would see results similar to what 
Collins notes above. If we were to simply revise the key points above and apply them to 
church, they were read: 


e Every good-to-great ministry had Level 5 leadership during the pivotal 
transition years. 


e Level 5 leaders set up the successors for even greater success in the next 
generation of ministry, whereas egocentric Level 4 leaders often set up their 
successors and ministries for failure. 

e Level 5 ministry leaders display a compelling modesty, are self-effacing and 
understated. In contrast, the gargantuan personal egos of ministry leaders 
contributed to the demise or continued mediocrity of the ministry. 

e Level 5 leaders are fanatically driven, infected with an incurable need to 
produce sustained results. They are resolved to do whatever it takes to make 


the ministry great, no matter how big or hard the decisions. 


@ Level 5 leaders look out the window to attributed success to factors other 
than themselves. !! 


Level 5, leadership is imperative for the sustainability of a ministry and current 
leaders must consider this. Unfortunately, many refuse to think about it. In his first 
inaugural address, Bertrand Russell said, ‘““most men would rather die, than to think. 
Many do.””” The very real reality many churches do not consider is that life is not 
guaranteed to anyone. While many ministries are choosing younger leaders, it is 
impossible to plan for emergencies—tragedy or disaster. While this may be a morbid 


matter to consider, it is truly a reality. 


" Thid. 


'? Gorton Carruth and Eugene Ehrlich, “First Inaugural Address, March 4, 1933” The Harper 
Book of American Quotations (New York, NY: Harper & Row, 1998), 230. 
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On a lighter note, even an unforeseen sickness or surgery can force a ministry to 
take a different direction. A succession plan can serve as a contingency plan in the event 
that virtually anything happens. Interestingly, the basic tenants of an effective succession 
plan are very similar to a contingency plan. The New Brunswick government outlines a 
five step process for succession planning: 
e Identify critical positions 
e Identify competent personnel 
e Identify management strategies 
e Document and implement the established plan 
e Evaluate effectiveness’ 
While the New Brunswick government uses the steps to develop a succession plan for the 


governmental entity, the same steps can be used to develop a succession plan for the 


church. 


Identify Critical Positions 


The most obvious critical position in the church is that of the Senior Pastor. While 
the Pastor is the head of the church, there are other positions that are critical to the 


church. While certain ministries have more visibility and are considered more critical in 


'S Government of New Brunswick, accessed September 26, 2013, http://www2.gnb.ca/ 
content/gnb/en/departments/human_resources/career_development/content/succession_planning/five_step_ 
process.html. 
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the church, all ministries are vital to the church. Ultimately, a succession plan is valuable 
to every area of the church, from associate ministers to building custodians. 

Transitions in areas outside of the Senior Pastor can have debilitating effects on the 
church at large. What would happen if the building custodian who has cleaned the church 
for many years suddenly fell ill? Most churches have not considered things like this. 

While it is great to have faithful people serve over an extensive period of time, it 
can be a handicap to the church. First, it can be a handicap because it can lead to member 
complacency. Other members can become complacent and not step up to greater roles 
and responsibilities despite their capability and God-given duty to serve in the church. 
Secondly, it can be a handicap because continuing to rely on a single individual or a few 
people can cause the church to be apathetic to certain areas of the church. 

There is a level of expectancy the person will always be there and will always 
serve in that particular role. As stated earlier, no one is exempt from sickness or disaster. 
The sudden withdrawal of a ministry leader can quickly erode a ministry that took years 
to build. Therefore, the church must take steps to create succession plans for every 
ministry that will help to fill voids and minimize disruptions to the church. 

While every ministry is critical and should have a succession plan, history 
suggests that a succession plan for youth ministry leaders is extremely critical. Capturing 
youth is a tremendous challenge for today’s church. Getting youth to commit to the 
church is an even greater challenge. The things that distract youth from the church are 
multitudinous, including but not limited to extra-curricular school activities, television, 


sports, social media, and video gaming. The church is competing with these things and 
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additional variables that clamor for their attention. Nevertheless, the church’s challenges 
do not culminate with those things, but rather many of today’s youth take great issue with 
the church itself. 

Dan Kimball suggests that many youth like Jesus but not the church. In the book, 

They like Jesus but Not the Church: Insights from Emerging Generations, Kimball lists 
six of the most common objects and misunderstandings youth have about the church and 
Christianity. 

e The church is an organized religion with a political agenda 

e The church is judgmental and negative 

e The church is dominated by males and oppresses females 

e The church is homophobic 

e The church arrogantly claims all other religions are wrong 


e Thechurch is full of fundamentalists who take the whole Bible literally” 


While most longstanding Christians would find these things absurd, the reality is that 
they are genuine issues for today’s youth and the church must address them. In addition 
to everything listed above, the church is challenged to meet the need for consistency in 
the lives of today’s youth. America’s fatherlessness epidemic contributes to the 
inconsistency in the lives of today’s youth. According to the United States Department of 


Census, forty-three percent of all American youth live without a father. 


' Dan Kimball, They Like Jesus but Not the Church: Insights from Emerging Generations (Grand 
Rapids, MI: Zondervan, 2007), 10. 
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Amazingly, in 2010, seventy-two percent of African-American children were born to 
unwed mothers.'° Establishing consistency in youth ministry leadership is paramount to 
the future of the church and the implementation of a succession plan could prayerfully 


curb this issue. 


Identify Competent Personnel 

The only way an organization can successfully move forward is when leadership 
is passed on to competent people. Likewise, the only way a ministry is able to make a 
smoother transition it must be left in the hands of competent people. Author Jeri Freeman 
describes five qualities that are imperative to understanding, communicating, and leading 
people. The five qualities include the ability to listen, the ability to communicate, the 
ability to bring people together, the ability to make people believe in themselves, and 
self-discipline. The reality is it can be fairly easy to identify competent people if one is 
paying attention to those around them. It is extremely important to include youth in one’s 
assessment of competent people. The mantra that has been lived by, over the researcher’s 
thirteen years of ministry, put simply, “youth beget youth.” 

While the youth ministry at large may be led by adults, youth should play a vital 
role in the ministry. True competence goes beyond one’s knowledge about the church, its 
ministries, history, policies and procedures, or active membership status. Although those 


things are vitally important, other intangible factors must be considered when assessing 


'° “The Fatherless Generation,” accessed September 27, 2013, http://thefatherlessgeneration. 
wordpress.con/statistics/. 
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competence levels. In the book, The High Impact Leader, the authors speak of effective 
leaders as being those who “bring the future to the present.””® 

True competence also includes a potential leader’s ability to connect with their 
peers and those under their leadership. The connection is important in garnering their 
confidence and demonstrating one’s aptitude to lead the ministry in the direction of God 
and the vision of the Pastor. Identifying competent people should be done early on to 
identify strengths, weaknesses, and evaluate how they are received by their peers and 
subordinates. In The Mentor Leader, the author describes this as mentor leadership: 

Mentor leaders look for opportunities in life to make an impact, because those 

opportunities to make a difference in the lives of others will always be 

present...Pay attention to the people around you and the opportunities in front of 
you, knowing that your chances to make a positive difference will come along in 
due time.’’ 

When competent people are identified early on, an outgoing leader can push them 
forward as he or she prepares to depart. This serves a dual purpose. First, it allows new 
people to function in greater leadership roles. Second, if they are successful in operating 
in greater roles, those whom they will lead will choose them as their leaders rather than 
placing the responsibility solely on the Senior Pastor. Many times, a leader chosen by the 


people has a better transition than one who is assigned. At Church ABC, this has proven 


to be effective in transitioning Youth Pastors and other leaders. 


16 Bruce J. Avolio and Fred Luthans, The High Impact Leader: Moments Matter in Accelerating 
Authentic Leadership Development (New York, NY: McGraw Hill, 2006), 9. 


'’ Tony Dungy and Nathan Whitaker, The Mentor Leader (Carol Stream, IL: Tyndale House 
Publishers, 2010), 99. 


Identify Management Strategies 

Change and transition of an organization has many intangible effects on the 
people. The emotional and psychological impact of change and transition to the ministry 
cannot be underestimated. People, especially youth, are emotionally impacted because of 
the innate fear of the unknown. They wonder what the successor will do, what will be 
different, will the things they like remain the same, what will be added or taken away 
from the ministry. The list goes on. When change and transition take place, youth 
experience feelings of confusion and chaos. While the confusion and chaos may be an 
illusion rather than reality, they cannot be ignored. 

In the book, Navigating Pastoral Leadership in the Transition Zone, Darrell 
Griffin posits, “what appears to be confusion and chaos can also be a time of creativity 
and challenge...a pastor (leader) who maximizes positive possibilities creates motivation 
to take the next step.”’® Therefore, effective management strategies are critical to 
minimizing the impact to those who are affected by the change. In the book, The 
Principles of Positive Leadership, Dr. Mike Magee declares, “positive leaders critically 
examine how and why they do what they do, and continuously simplify, refine, and 
improve.” Because the variations of contexts are multitudinous, it is difficult to identify 
concrete strategies that will work in any context. However, William Bridges offers three 


helpful stages of any change or transition that should assist leaders in identifying 


'§ Darrell D. Griffin, Navigating Pastoral Leadership in the Transition Zone (Chicago, IL: MMGI 
Books, 2012), 36. 


'? Mike Magee, The Principles of Positive Leadership (Philadelphia, PA: Spencer Books, 1995), 
58. 
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effective management strategies for their context. The three stages of change are: letting 
go (necessary endings), neutral zones (wilderness), and starting beginning 
(commencement).”’ In the letting go stage, people must arrive at the decision to let go of 
what they have deemed as normal, predictable, and in their comfort zone. An incoming 
leader must not turn a blind eye to this reality, but face it head on. In the neutral zone 
stage, people vacillate between fully embracing the leadership of the previous leader 
while also embracing the leadership of the successor. The final stage is the successful 
result of identifying and implementing effective management strategies. In the starting 


beginning stage, people are then fully committed to new leadership and direction. 


Document and Implement the Established Plan 

Once the strategies have been identified, the strategies must be documented in the 
form of an action plan. In the corporate arena, the action plan clearly identifies timelines, 
roles, and responsibilities. In the church, the action plan should consist of an 
understanding of the Pastor’s vision and how the youth ministry fits into that vision. 
More specifically, the action plan should include the vision, mission of the ministry, 
strategies, and other ministry specific items. The action plan is ministry specific, it is not 
one size fits all. While some elements of the plan may be transferrable, each ministry 
must consider its culture, people, and context. No matter what, the plan should be 


documented so any leader that comes into the role has a roadmap for the ministry. 


*? William Bridges, Managing Transitions: Making the Most of Change, 2” ed. (Cambridge, MA: 
Da Capo Press, 2003), 3. 
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At Church ABC, the action plan for each youth ministry area will consist of the 
following elements: 
e Vision and mission of the church 


e Vision and mission of the ministry area and its role in the mission of the 
church 


e Explanation of policies and procedures 

e Leadership development 

e Mentoring/apprenticeship 
The vision and mission of the church must be clearly understood. Everything a ministry 
does should be in line with the vision and mission of the church. Once the vision of the 
church is really understood, leaders must understand how the ministry fits into the vision. 
How does the youth dance ministry undergird the vision? How does the youth choir 
undergird the vision? How does the youth ministry at large carry out the vision of the 
church? These are all questions that should be clearly answered in the action plan. In 
addition, a thorough understanding of the church’s policies and procedures is necessary 
for the plan. To understand the vision of the church and the ministry is nothing if a leader 
is unaware of how to accomplish certain things. This element of the plan should address 
the who, what, when, where, and how to make things happen. The most critical of the 
elements is leadership development. Youth leaders should identify youth and adults who 
have demonstrated high leadership capacity. Once those people have been identified, the 
leaders should begin training them, starting with the first two elements of the action plan. 


Vision and mission must come first. 
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Lastly, after potential leaders understand the vision of the church and the ministry, 
and current leaders should mentor them and give them assignments to carry out. This will 
allow new leaders to develop and sharpen current skills and develop new skills while 
walking alongside the leader. If the action plan is effectively implemented, it will ensure 
capable leadership is always present and not allow a ministry to be dependent on a certain 
person or people. The above elements are simply a baseline for an effective method of 
succession planning. The action plan should be a collaborative effort between the Pastor 
and the leaders. Once a plan is solidified, it should be documented. The Bible speaks of 
the importance of documentation of the vision. ““Write the vision and make it plain on 
tablets, that he may run who reads it.””’ The plan may be far from perfect, but it will 
certainly be a great tool to ensure all leaders are on one accord and moving in the same 


direction. 


Evaluate Effectiveness 
As leadership transitions occur over time and attempts are made to implement the 
established plan, areas of improvement may be identified. This is perfectly fine and 
normal. Everything and everyone requires fine tuning periodically. An action plan can be 
effective, yet ever evolving. Nevertheless, the plan should become better over time and 
inevitable leadership transitions will become seamless because the plan will be tried and 


true. 


*l Hab. 2:2 


CHAPTER SIX 


PROJECT ANALYSIS 


Introduction/Problem Statement 

This chapter “discusses the methodology and the design of the model used in the 
field experience.”’ In March 2006, the researcher left his home church, where he served 
as Youth Pastor to accept a staff position as Youth Pastor at another local church. 
Immediately after leaving his home church, the youth ministry took a sharp decline and 
struggled to recover for the next several years. The researcher soon realized he was not a 
product of his circumstances, but a product of his decisions or lack thereof.” The 
researcher experienced tremendous guilt and pain witnessing the decline of the ministry, 
and felt his failure to develop a succession plan was a strong contributor. In speaking to 
and observing other ministries, he began to observe the phenomenon was fairly common. 
This was truly a wake-up call for the researcher as he discovered, “people will remember 


how you leave long after they forget what you did while you were there.” 


' United Theological Seminary, Doctor of Ministry Student Handbook, August 2012. 


* Stephen R. Covey, The Wisdom and Teachings of Stephen R. Covey (New York, NY: Free Press, 
2012), 10. 


> B. William Vanderbloemen, Next: Pastoral Succession That Works (Grand Rapids, MI: Baker 
Books, 2014), 140. 
11] 
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In the book, How to Survive a Hurt Attack, Dr. Millicent Hunter says, a wake-up 
call is a signal that says it’s time to make some serious adjustments.’ The common thread 


among them was the failure to have a plan in place for leadership transitions. 


Hypothesis 

As aresult of his experience in succession planning in his corporate job, the 
researcher, he began to consider succession planning for youth ministry. The researcher 
hypothesized that if youth ministry leaders develop a succession plan, the plan would 
have a positive impact on leader confidence and provide for more proficient leadership 
transitions. A hypothesis is a “statement that explains or makes generalizations about a 
set of facts or principles, usually forming a basis for possible experiments to confirm its 
viability.” 

The model for this study proposed when youth ministry leaders are given the tools 
to develop an effective succession plan, they would be more assured their area of 


ministry could function effectively without them. This qualitative study has focused on 


assisting youth ministry leaders in the development of an effective succession plan. 


* Millicent Hunter, How to Survive a Hurt Attack (Philadelphia, PA: Hunter House Publishers, 
2012), V7. 


° The Free Dictionary, s.v.”hypothesis,” accessed September 23, 2013, http://www.thefree 
dictionary.com /hypothesis. 


Project Purpose 
Church ABC, located in Memphis, Tennessee, was the ministry context for this 
project entitled, A Ministry Model that trains Youth Ministry Leaders in Succession Plan 
Development. Using various tools, the study documents the impact of succession 
planning on leaders engaged in planning the future of their respective ministries within 


Church ABC. 


Researcher Role 
This study used the qualitative approach to investigate succession planning in the 
church, more specifically the youth ministry. In selecting the qualitative approach, the 
researcher served as the facilitator of the focus group. As the facilitator, he administered 
pre and post questionnaires, interviews, and documented testimonials from the focus 
group participants. The researcher used e-mail, voice mails, and transcribed 


conversations to capture the interactions of the participants. 


Description of Ministry Model 
The ministry model developed in this study reinforced the importance of 
succession planning for youth ministry leaders within the church. The expected outcome 
of this project was achieved. The ministry model involved the development of an 
effective succession plan. In this context, the researcher assisted in the plan development 
and implementation process for the focus group participants. Although the participants in 
the model worked through the process, they are aware that effective succession planning 


is continuous and must be reexamined and revised on a consistent basis. 


PS 
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Project Measurements 

As stated, the methodology used for this project was a qualitative approach. For 
this ministry model, participants were involved in four consecutive weeks of training. 
The training was the primary focal point of the ministry model because the sessions were 
targeted toward current and future youth ministry leaders who needed the knowledge and 
experience of succession planning for their organization or area of ministry. The training 
provided participants an opportunity to ask questions, engage interactively, and converse 
about what they learned and how the training impacted their lives. Concurrently, they 
were involved in ministry assessments, in addition to self-examination and self- 
exploration. A ministry manual for the context was used for the study. Group participants 
discussed the manual, openly explored how it impacted their ministries, and exposed their 
magnitude of knowledge about specific processes or persons in their contextual 
environment. The purpose of this dialogue was to increase their awareness in order to 
accomplish certain tasks within the church. 

The next focal point consisted of the evaluation criterion. The assessment 
included pre and post questionnaires, a four-part training, interviews, and testimonials. 
Evaluation was conducted during the four-part training, entitled Planning Ministry 
Beyond Me. The focus of the training sessions was to engage participants in the 


succession planning process and learn its importance in the life of the church. 


Participants of Study 


The researcher used a focus group of fourteen current and potential youth ministry 


leaders to participate within this study. All of the participants were either members of 


Church ABC or youth organizations connected to Church ABC. 


Research Design (Steps to Design Model) 

The first step was to locate materials relevant to corporate succession planning 
and modify the materials to meet the needs of the participants. Professional and context 
associates were also involved in the gathering of information and determining the 
elements necessary for the training. When the elements were determined, the second step 
was to devise the training schedule and curriculum for the focus group of youth ministry 
leaders. Having youth ministry leaders was critical because the youth ministry was 
experiencing a high degree of turnover amongst its leaders. It was also beneficial to have 
the support of the Senior Pastor who was also concerned about the turnover within the 
youth ministry. A letter of participation was sent to current and future youth leaders 
(APPENDIX A). The youth leaders who agreed to participate, demonstrated strong 
interest and excitement for implementing a solution to curtail the turnover that was 
occurring. Upon confirmation of participation, a consent form was forwarded to the 
participants (APPENDIX B). 

In step three, the researcher sent a pre-questionnaire (APPENDIX C) to the 
participants for the study following the receipt of the consent forms. The questionnaire 
gauged the youth leaders’ knowledge of the general concept of succession planning and 


the Ministry Manual for the church. 
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In addition, leaders were encouraged to ponder their short-term and long-term plans for 
leadership. A post-questionnaire was distributed at the conclusion of the training 
(APPENDIX D). 

In step four, the researcher defined and secured a space within the church that 
promoted and encouraged opportunities for open dialogue and accommodated all 
participants comfortably. The location within the church assured participants of privacy, 
intimacy, and freedom of expression in a safe environment. Once a space was designated, 
the logistics of the training sessions were put into action. 

The fifth step established an appropriate time and day for the training sessions to 
accommodate participants as well as the facilitator. Because the training was not on the 
weekly calendar of church activities, it was paramount to identify a day and time that did 
not conflict with other meeting times. The training sessions were limited to one-hour. 
Time allotment was a major consideration so participants felt at liberty to plan personal 
time and responsibilities accordingly. 

The sixth step involved the commencement of the training sessions. The 
researcher served as the instructor/facilitator of the training. The training was divided into 
four parts: 

e Part One — What is Succession Planning? Why 1s it Important? 
© Part Two — Biblical Leadership and Mentoring 
® Part Three — Key Elements of a Succession Plan 


® Part Four — Development of a Succession Plan 


The initial training session welcomed all participants and set the atmosphere for the focus 
group. The researcher encouraged open dialogue, individual, and ministry assessment 
throughout the training. 

In the final step, the researcher held one-on-one interviews with the participants. 
The interviews were used to measure the effectiveness of the training along with candid 
critique and the opportunity to gather feedback on recommendations for improvement. At 
the conclusion of the training, youth ministry leaders were asked to provide testimonials 
on the training impact on them personally and their ministry. Each leader was encouraged 


to begin the implementation of their succession plans. 


Instrumentation 
In a qualitative research process, the researcher discusses the scope of the design, 
the strengths of the design and how the project is organized to become an instrument of 
transformation and liberation. This portion of the chapter summarizes the case study 
method used for the collection of data. A case study is “an in-depth examination of a 
particular case—a program, group of participants, single individual, site, or location. 
Case studies rely on multiple sources of information and methods to provide as complete 


a picture as possible.” 


° Handout from Core Class Instructor, Dr. Jackie R. Baston, D. Min. notes Quantitative and 
Qualitative Research, January, 2012 Intensive (Dayton, Ohio: United Theological Seminary). 
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Data Collection and Analysis 

The pre-questionnaire was used in this project to gauge participants’ knowledge 
and experience level with succession planning. This questionnaire also explored group 
participants’ familiarity with key ministry leaders and policies and procedures of the 
church. The questionnaire was administered prior to the first training session. The post- 
questionnaire was used to measure knowledge level and the impact of the training on the 
focus group participants. This questionnaire was administered the week following the last 
training session. Both pre and post questionnaires were administered by the researcher. 
Once completed, the researcher reviewed the questionnaires for completeness and 
safeguarded until they were needed for data analysis. Questionnaires, e-mails, notes, 
interviews, and testimonials were collected and sorted by the researcher for data analysis. 
This method of triangulation assured the researcher the data reported accurately reflected 
the field experience. 

The researcher compared the pre and post questionnaires to measure what the 
participants learned about succession planning, biblical examples of succession planning, 
the policies and procedures of the church, and the impact the training had on the 
participants and their ministries. The post questionnaire did not include the same 
questions as the pre-questionnaire as reflected in Appendix D. Each question was 
analyzed and the results documented to evaluate the project’s credibility, transferability, 
dependability and ability to be confirmed. To satisfy these components, the researcher 
described the succession planning experience from the participants’ perspective; 


demonstrated the ability to transfer the results to another context or setting; accounted for 
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the changes that occurred to the individuals and ministries within the context; and 
documented the procedures for confirming the data throughout the study. 

The process of data analysis included starting with a plan, collecting the data, 
tabulating the data, transferring the data chronologically and interpreting the data. After 
this process was complete, the collection of this data served to document the impact of 
the training as acknowledged by the participants. The data allowed the researcher to study 
the effectiveness of the training. The data drawn from the interviews and testimonials can 
be utilized to revise and strengthen the training. Additionally, the training can be 
expanded beyond ministry succession planning for ministry to church-wide, familial, and 


organizational succession planning. 


Qualitative Validity 
To ensure qualitative validity, the researcher satisfied credibility by allowing the 
participants to actually create a succession plan and determine its effectiveness through 
the “participant’s eyes.” To ensure transferability, a thorough description of the research 
context had been introduced. Dependability was satisfied through the researcher’s 
triangulation of the data through the use of three data sources: pre-post data, testimonials 
and questionnaires. Confirmability was satisfied as the researcher permitted other context 


associates to critique findings. 
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Collection of Data 

The entire study and collection of data was conducted at Church ABC. Data was 
collected from pre and post questionnaires, interviews, and testimonials. In addition, data 
was gathered from observational notes, emails, and voice mails, to document the 
experience of the focus group. 

The purpose of the case study was to document the impact of four consecutive 
weeks of succession plan training, designed to assist youth ministry leaders in the 
development of a succession plan for their respective area of ministry. Prior to the 
training, a pre-questionnaire was forwarded to the participants (APPENDIX C). A list of 
thirteen questions was compiled by the facilitator. The questions asked of the participants 
were as follows: 

1) Have you ever heard of or know about succession planning? 


2) Do you feel succession planning is important in the life of the church? 


3) Do you understand how the ministries of Moses and Paul’s relate to 
succession planning? 


4) Do you plan to lead your current ministry for the next 5-10 years? 


5) Would you like to see your area of ministry be successful if you are no 
longer in leadership? 


6) Would you like to learn how to develop a succession plan? 


7) Is there someone currently under your leadership you feel could 
effectively lead the ministry if you are no longer in leadership? 


8) If you were a new ministry leader, do you think you would have benefited 
from a succession plan? 


9) Do you feel a succession plan would be beneficial to the future success of 
your ministry if you are not in leadership? 
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10) Have you ever considered developing a succession plan for your ministry? 
11) Are you aware of the policies and procedures of the church? 
12) Do you know the mission statement of the church? 


13) Do you know how your area of ministry fits into the mission statement of 
the church? 


Recruitment 

The researcher sent a letter of participation to twenty-two current and potential 
youth leaders who would be willing to participate in the training (APPENDIX A). The 
researcher also invited youth leaders from local youth organizations to participate as well. 
The researcher contacted them all by e-mail or by text message and denied no one the 
opportunity to participate. A total of fourteen youth leaders accepted the invitation to 
participate in the training. They were advised of the need to commit to four consecutive 
weeks of training. Some key leaders were unable to participate because of work 
schedules and prior commitments. Three of the leaders were upset about their inability to 
participate because they felt the training would greatly benefit them and their ministry. 
On the other hand, two to three leaders who were without transportation inquired about 
the opportunity to participate via telephone conferencing. The researcher agreed to 
telephonic participation for three youth leaders and provided them with the applicable 
phone number to contact. Upon confirmation of participation, a consent form was 
forwarded to all participants (APPENDIX B), along with the dates, times, and location of 


the training. 


The Process 

The training was conducted in a large room in the church’s main building. It was 
important to have a room that was private and conducive for conference call capability. 
Each week, the researcher would ensure the room was properly set up to include 
handouts, a sign-in sheet, and a dry-erase board. For the telephonic participants, the 
phone was situated in a manner that would allow those on the phone to clearly hear the 
facilitator and other participants in the room. It was important that the telephonic 
participants have the opportunity to interact with the live participants during the 
discussion portions of the training. Prior to the training, the researcher e-mailed the 
material that would be reviewed that evening along with the conference call number for 
applicable participants. The four-week succession planning training was held on 
Thursday evenings for approximately one-hour. The researcher was careful to ensure he 
did not exceed the allotted time of 6:00-7:00 p.m. CST. 


In the first session, the participants were asked to sign in and pick up any 


handouts for that particular night. Once the attendees were signed in, the facilitator would 


open in prayer and begin the training. The facilitator began the first training with an 
explanation of the Doctor of Ministry program at United Theological Seminary. He went 
on to share how he came to the project of succession planning. He asked the participants 
to contemplate the history of the church and the transitions in leadership throughout 
Church ABC, particularly with regard to the Senior Pastor, Youth Pastor, and children’s 
ministry. The participants who were not members of Church ABC sat quietly, but their 
body language spoke of their surprise. The facilitator explained his role 1n his corporate 


job and the importance of succession planning. 
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From January 2012-September 2013, the researcher underwent five transitions 
that required him to take on new assignments he was unfamiliar with. However, the 
succession planning of his colleagues played a significant role in making those transitions 
more palatable. He then explained how he failed to duplicate the concept of succession 
planning in his home church led to a declension of a once vibrant youth ministry when he 
transitioned to a new church. Nevertheless, he declared the training was the result of a 
vow he made to himself not to allow that to occur again. Years prior to the training, the 
facilitator himself made a transition from Youth Pastor to Assistant Pastor. In the 
transition, he implemented a succession plan which proved to be very successful in the 
assimilation of the new Youth Pastor. Because most of the participants knew of the 
transition and witnessed the effectiveness of the assimilation, they seemed eager to learn 
more about succession planning. 

The participants were also asked to consider succession planning beyond ministry 
and work, but to succession planning important in life in general. Establishing a will was 
used as an example of familial succession planning. When he began to give life examples 
of the impact the lack of a succession plan has, the body language of the trainees spoke 
volumes of agreement and conviction. The facilitator asked the participants to ponder 
questions such as: 

e Who would pay the bills if a certain person passes on? 

e Do you know who to contact and for what reason? 


e Who would take on certain responsibilities? Who will get this? Who will get 
that? 
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As he asked the questions, the body language of the participants suggested many 
of them had no answer to those questions and had never given any real thought to those 
questions. After explaining succession planning and its importance in life, the researcher 
transitioned the conversation to the youth ministry of Church ABC. He went around the 
room and asked each person to publically respond to the question, “What would happen 
to your ministry if you had to go out for an extended period of time?” Each person 
answered, some believed their ministry would move forward but would flounder. Some 
participants felt their ministry would completely crumble. One female participant who 
had gone out on maternity leave confessed that nothing took place in her ministry while 
she was away. Another participant was the overseer of a ministry that is basically defunct 
because she failed to pass leadership on to someone else. Prior to this discussion, she 
stated she had never considered the reason the ministry failed to move forward could be 
related to her failure to implement a succession plan. 

After each person answered the questions, the facilitator went around the room 
and personally pointed out the things he knew would not happen if particular people were 
not in place: high school students would not be aware of scholarship/job opportunities, 
the scholarship ministry would be obsolete, the creative arts would be non-functional, 
kids would not eat on Bible study night, and other things. Amazingly, the leader and 
founder of a local youth organization stated her organization would go completely under! 
With each answer, the participants began to see the need for succession planning in their 
ministry/organizations and not to take for granted they would always be in leadership. 
The researcher then reviewed some the responses from the pre- questionnaire 


(APPENDIX C): 


® One hundred percent of those surveyed want to see their ministry be successful 
beyond their tenure of service. 


e Eighty percent of those surveyed said there is someone in their ministry they feel 
is capable of leading the ministry. 


e Twenty-six percent of those people said the person they identified 1s currently 
serving in a leadership capacity. 


Also, it was interesting to note 100% of the participants considered succession planning a 
biblical principle and felt it was important in the life of the church. Some participants 
even listed biblical examples of succession planning. During the first training session, 
one participant put forward that the Bible itself is a succession plan for humanity! 
Fascinatingly, despite this, only 21% of the participants even considered developing a 
succession plan for their area of ministry. During the training, it was revealed that no one 
had even begun developing an actual plan. 

The researcher led a Bible study on Joshua 1:1-9 and 2 Timothy 1:1-7. He 
explained that one’s ministry/organization should not die when with the lack ofa 
particular leader. It was suggested that the success of a person’s leadership is based on 
how the ministry functions without them versus how it functions with their presence. 
Many times one can tell how well a parent raises their children based on how the child 
behaves when the parent is not around versus their behavior when they are with their 
parent. Prior to concluding the first session, two of the trainees wanted more information 
about how to identify potential successors and wanted to know how to handle situations 
where one thinks they have a successor but later realized the person they identified was 


not incapable of handling the position. 
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The facilitator shared with the participants that succession planning does not have 
to be limited to identifying only one person as a successor, but a few people can be 
potential successors. The facilitator advised the participants that successor identification 
was included in the curriculum for the following week’s training. The participants offered 
very positive and were greatly anticipating the next training. 

In the second week of training, the class began with participants sharing thoughts 
and observations from about the previous week’s training. Participants expressed their 
thoughts about succession planning surpassed ministry succession planning and caused 
them to think about every aspect of their lives. One participant stated that following the 
training, she obtained a life insurance policy to ensure her family could move forward in 
the event of her death. Following this discussion, the facilitator continued the discussion 
about how to identify potential successors. Participants were asked to describe 
characteristics of a good leader. 

The characteristics that were named were: loyalty, honesty, dependable, 
proactive, able to get along, decision making, tactful, tough skin, conflict management, 
trustworthy, approachable, consistent, and creative. The facilitator listed the 
characteristics on dry erase board and began to compare them with five leadership 
characteristics of Joshua. First, Joshua was faithful, he served Moses faithfully. Second, 
Joshua was engaged, he encouraged Moses and was even sent out as a spy in Numbers 
13:14. Third, Joshua was relatable, as the people spoke in Joshua 1:16-17, “So they 
answered Joshua, saying, “All that you command us we will do, and wherever you send 
us we will go. Just as we heeded Moses in all things, so we will heed you.” Fourth, 


Joshua demonstrated follow-through by handling the small assignments given to him 


well. Last but most importantly, Joshua exhibited great character. One can have the first 
four characteristics, but nullify them with questionable character. 

In addition to the characteristics above, participants were given four other things 
to observe 1n considering potential successors: 


e Initiative: When a need is expressed, who volunteers to meet the need or assist 
you? 


e Effectiveness: How effective are they in accomplishing the tasks they are 
given? 


e Passion/Excitement: Do they have a good attitude? Are they excited about 
what they do and the ministry? 


e Relationships: How do the youth respond to them? Can they balance authority 
with being relatable? 


After discussing the four things to observe in considering a potential successor, the 
facilitator juxtaposed volunteers to high capacity volunteers. In Ten Stupid Things that 
Keep Churches from Growing, Geoff Surratt describes high capacity leaders as those who 
have a gift to lead others. These are people who not only gifted to lead but are also gifted 
to serve. They have a higher than usual capacity, demonstrated below: 

Volunteer: can be an usher 

Volunteer Leader: can oversee a team of ushers 


High Capacity Volunteer: can rethink your whole approach to recruiting, training, 
and how ministry is done including implementing the new approach. 


After this portion of the training, the participant who founded a youth 
organization came to the conclusion that her potential successor was sitting next to her in 


the training! The potential successor she identified was a youth leader at Church ABC but 


” Surratt, 27. 
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also worked with the participant’s youth organization. She was excited that someone was 
identified, but expressed her need to know the next steps. The facilitator encouraged her 
and the other participants they would have the information and tools they needed to 
complete an effective succession plan by the end of the four-week training. 

As the training came to a close, the facilitator encouraged and warned participants 
not to beg people to volunteer in their ministry. He said, “You need to know that your 
potential team members’ need to volunteer is bigger than your need to have someone fill 
a position. You can ask, but do not beg.” In the book Maximize the Moment, TD Jakes 
said, “If you have to beg people to join, you will have to beg them to stay.’”® This 
statement resonated so well with the participants they began to talk about their plans to 
purchase the book. The facilitator closed the training by stating what would be covered 
the following week and to begin thinking about and observing potential successors for 
their ministries. The facilitator then thanked everyone for their participation and closed in 
prayer. As participants departed the room, the conversations of participants could be 
overheard. Some participants spoke of potential successors that came to mind during the 
training. Others stated they had no one in mind. Some were even suggesting potential 
successors for the ministries of other participants. This was exceptionally encouraging to 
the facilitator prompting great anticipation for the next week’s training. 

In the third training, the participants had a good grasp of the structure of the 
training, in that each training sessions began with an opportunity to express thoughts, 


observations, and experiences. Therefore, in this particular training, many of participants 


° TD. Jakes, Maximize the Moment (New York, NY: Berkeley Publishing, 1999), 23. 
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arrived eager to share their thoughts and experiences since the previous week. One 
participant shared when she received the survey and reviewed the questions, she had no 
idea what succession planning was and had never heard of it. The participant was 
transparent in saying she literally had to Google succession planning in order to even 
respond to the survey. By way of the training, the same participant discovered that she 
was being prepared for a job transition unbeknownst to her. She spoke of her supervisor 
telling her the training she was undergoing was in preparation of her transition from a 
temporary employee to permanent. 

Everyone in the room applauded her new understanding of succession planning 
and the promotion she would soon obtain. When she demonstrated this level of 
transparency, it seemed as if her comments relieved any remaining hesitancy that existed 
among the remaining participants. Other participants began sharing their thoughts and 
experiences. One participant revealed her fear of succession planning. She reflected on a 
past experience where she trained a new leader, and provided them with everything they 
needed to succeed her. However, the individual whom she tapped to be her successor 
used the information to destroy the organization she built, rather than sustaining it or 
making it greater. This comment seemed to resonate with others in the room who were 
considering succession planning outside of ministry. 

The facilitator began to remind the participants of the importance of prayer when 
selecting a successor. He pointed back to the transitions from Moses to Joshua and from 
Paul to Timothy. He proclaimed the fact that both Joshua and Timothy were ultimately 
chosen by God, not by their predecessors. After conveying the importance of prayer, 


another participant emphatically agreed and said that was the missing link to her past 
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experiences. She proceeded to share her bad experiences with training new people. She 
told the group about training three different people over an undefined period of time and 
they all failed her. While she recognized the need for succession planning, she was 
hesitant because she had been “burned a lot.” In response to this, another participant 
momentarily assumed the role of the facilitator by encouraging her to implement what 
she called “backdoor teaching.” 

She said, “Not letting the person know they are being groomed for the position is 
sometimes key because many times they try to move too fast. Joshua and Timothy did not 
know they were being groomed.” With tears in her eyes, the wounded participant 
expressed her appreciation to the fellow participant and said, “I really needed to hear this. 
I have to be at work in a few hours and J have not been to sleep. However, I have learned 
so much in training, I am glad that I am here.” The facilitator was encouraged as he 
witnessed the participants teaching and encouraging one another using the information 
they had been provided up to that point. 

After the opening commentary, the facilitator began a detailed review of the 
Ministry Leader Resource Manual of Church ABC (APPENDIX E). Participants who 
were not members of the church were encouraged to develop and implement a manual of 
some kind because it was a critical element of succession planning. The Ministry Leader 
Resource Manual detailed staff contacts, church calendar, characteristics of ministry 
leaders, list of current church leaders, forms index, policies and procedures, etc. The 
facilitator diligently went through the manual often referencing applicable areas in the 
manual. He used the examples given by youth ministry leader participants to lead them 


through how to go from an idea to completion, following the necessary protocol that had 


been established by the church, in addition to the necessary people that would need to be 
involved. It was remarkable for the facilitator to discover long time members of the 
church were oblivious of how to accomplish simple tasks such as reserving a room at the 
church. In going through the manual, the facilitator noticed revisions that needed to be 
made to the manual. Ministry leaders who were listed in the manual either no longer 
belonged to the church or no longer served in the leadership capacity noted. 

As other ministry leaders of the church were referenced, many of the participants 
were unaware of who the people were, so they suggested pictures be included to assist 
with identification. Each participant was given a Ministry Manual to take home and bring 
back the following week for a working succession planning session. The facilitator 
presumed participants were somewhat unlikely to take the information and actually begin 
preparing a succession plan. Therefore, he decided to use the last week of the training to 
journey with them in creating a succession plan for their respective areas of ministry. 
Participants were encouraged to bring laptops, iPads, and other devices or materials they 
deemed important to include in their plan. The participants were excited and looked 
forward to bringing it all together. As customary for the previous two weeks, the 
facilitator thanked everyone for their participation and closed in prayer. 

In the fourth and last week of training, the participants entered the room excited 
and ready to work on their succession plans. Prior to the training, the facilitator sent a 
copy of a succession plan template (APPENDIX F). This was done for the convenience 
of those who desired to use their laptops or other electronic devices. Also, the provision 
of the electronic succession plan template facilitated easier modification for the 


participants. The goal of the facilitator was to give the participants a solid document that 
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would help them get started in the immediate implementation of a succession plan. By no 
means was the plan he presented all encompassing, but it was a great beginning for the 
participants. As he shared continuously throughout the training, an effective succession 
plan is regularly reviewed and revised. Hardcopies of the template were made available 
to those without laptops or did not print the template before arriving for the training. 

The facilitator asked the participants to reserve their comments until the end to 
allow adequate time to prepare the plan. The participants worked as a group to develop 
their succession plan, involving the facilitator only when they wanted advice. The 
facilitator was called on minimally. The participants were given fifty minutes to work on 
their succession plans. The remaining ten minutes was an opportunity for the facilitator to 
express his appreciation for their participation and to advise them of their interview dates 
and times and to expect receipt of the post-questionnaire (APPENDIX D). Prior to 
leaving the training, each participant confirmed his or her interview date and time and 
promised to complete the post-questionnaire. 

Approximately one week following the last training, the facilitator forwarded 
each participant a post-questionnaire to be completed. A list of eight questions was 
compiled by the facilitator to gauge and analyze the knowledge and experience level of 
the participants after completing the training. The questions asked of the participants 
were as follows: 

1) What level of knowledge do you now have about succession planning? 

2) How important do you feel succession planning is from a biblical perspective? 


3) How important do you feel succession planning is in the life of the church? 
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4) Do you feel you feel you have enough knowledge to develop a succession 
plan? 


5) Is there someone currently under your leadership you feel could effectively 
lead the ministry if you are no longer in leadership? 


6) Have you begun to prepare him or her for a leadership role? 


7) As anew ministry leader, how do you view the benefit of having a succession 
plan? 


8) Do you know how your area of ministry fits into the mission of the church? 

In the sixth week, two weeks following the training, the facilitator contacted each 
participant by phone to complete an interview. Each participant provided candid feedback 
about the training and its impact on their lives. The participants were asked to respond to 
the four questions listed below: 

1) Do you plan to lead your current ministry for the next 5-10 years? 


2) Asaministry leader, what would you do differently now that you have 
learned about succession planning? 


3) What did you hope would be discussed during the training but was not 
discussed at all or enough? 


4) How can this training be implemented in the future? 
Participants were reminded of the confidentiality of their interviews and agree to have 
their responses recorded and documented anonymously. The responses were collected 
and documented. Concurrently with the interviews, participants were asked to provide 
testimonials (if any) to the facilitator approximately thirty days following the training. 


The facilitator wanted to measure how the training impacted the participants’ lives. 


Analysis of the Data 
It is important to note that 100% of the participants in this study were A frican- 
American. This focus group of participants in this study was 80% female and 20% male. 
80% of the participants stated little to no knowledge of succession planning, while the 
remaining 20% heard of succession planning but had no involvement in it. Also, 90% of 
the participants were youth ministry leaders of Church ABC, while the remaining 10% 


were leaders of local youth organizations. 


Case Study Outcome 
After the data was collected and analyzed from the ten participants, the following 


was determined from the responses to the pre-questionnaire (APPENDIX A). 


e Most of the participants knew very little about succession planning. 


e Despite having very little knowledge about succession planning, 100% 
deemed succession planning as important in the life of the church. 


e One hundred percent considered succession planning as a biblical concept. 


e Forty-three percent responded maybe to leading their ministry for the next 5- 
10 years; 29% responded no; 28% responded yes. 


e The majority of the participants were unsure or certain whether they would 
lead their ministry for the next 5-10 years, but 100% would like to see their 
ministry be successful if they are no longer in leadership. 

e One hundred percent expressed a desire to learn how to develop a succession 
plan. 


® Seventy-five percent identified someone currently under their leadership they 
felt could effectively lead the ministry 1f they are no longer in leadership. 
However, 73% of them noted the individual is not being prepared to lead. 
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e Seventy-nine percent never considered developing a succession plan for their 
ministry. 


e Seventy-nine percent knew how their ministry fit into the mission of the 


church. The remaining 21% represented organizations outside of the church 
therefore an affirmative answer would skew the data. 


The researcher processed the data and discovered that while most of the 
participants possessed little to no knowledge about succession planning, all of them 
wanted their ministry to be successful beyond their tenure in leadership. Nevertheless, 
while all of the participants desired the success of their ministry, only 27% were 
preparing a successor despite 75% confirmed someone currently in their ministry with the 
ability to lead. Remarkably, 75% of participants were either unsure or certain whether 


they would lead their ministry for the next 5-10 years. 


Succession Plan Training 

In response to the data of the previous step, the researcher created and 
commenced a four week training on succession planning. After working with participants 
of the case study, the researcher concluded a need for training. The researcher came to 
this conclusion based on the fact all of the participants desired the future success of their 
ministries, but most had little knowledge or experience with succession planning. 
This step involved providing the participants the necessary knowledge and tools to create 
a succession plan. Following the training, the researcher desired to measure the 
participants overall knowledge and actions (APPENDIX C). After the training was 
completed, the following was determined from the responses to the post-questionnaire 


(APPENDIX A). 


136 


e Seventy-eight% stated having above average knowledge about succession 


planning, 22% stated average knowledge. 


e Sixty seven recognized succession planning as very important from a biblical 


perspective, 33% viewed it as important. 


e One hundred percent regarded succession planning as important in the life of 


the church. 


¢ One hundred percent considered themselves to have enough knowledge to 


develop a succession plan. 


e Fifty-five percent identified a potential leaders within their ministries, 45% 
had yet to identify anyone. 


e Thirty-three percent of those who identified a potential leader had begun 
preparing them for a leadership role. 


e One hundred percent of new ministry leaders considered the succession plan a 
great benefit. 


Succession Plan Training Effectiveness 


The researcher interviewed the participants to measure the effectiveness of the 


training. The participants responded to the following questions: 


1) 
2) 


3) 


4) 


Do you plan to lead your current ministry for the next 5-10 years? 


As a ministry leader, what would you do differently now that you have learned 


about succession planning? 
What did you hope would be discussed during the training but was not discussed 


at all or enough? 


How can this training be implemented in the future? 
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Succession Plan Training Effectiveness Outcome 

Participant #1 was uncertain about leading her ministry for the next 5-10 years. 
As a result of the training, she did intend to set forth a plan an incoming leader. Because 
she had no knowledge about succession planning, her expectations of what would be 
discussed were minimal. However, she stated the training was very cilighteding: She 
suggested succession planning training for all leaders. 

Participant #2 had no intentions on leading the ministry for the next five to ten 
years after learning about succession planning. After attending the training, she stated her 
regret about not developing and implementing a succession plan sooner in her leadership 
tenure. She was burned out but had no one to pass the leadership baton to. Therefore, she 
suggested more emphasis on the identification of a successor. 

Participant #3 was uncertain about leading his ministry for the next five to ten 
years. He wished he learned about succession planning previously because he felt a 
succession plan would minimize confusion and challenges. As a result of the training, he 
felt fully equipped to develop and implement a succession plan. He expressed the desire 
to have succession planning training included in the membership orientation because he 
sensed all members could benefit from the knowledge, especially the information 
included in the Ministry Leader Resource Manual. 

Participant #4 was uncertain about leading her ministry for the next five to ten 
years. She also voiced a desire to have learned about succession planning earlier. As a 
result of the training, she felt fully equipped to develop and implement a succession plan. 
She considered succession planning a necessity because “no one knows God’s plan and 


one must be ready and I believe this is one way to be ready.” 
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Participant #5 was also uncertain about leading her ministry for the next five to 
ten years. As a result of the training, she stated would have everyone on her team learn 
how to operate all of the equipment involved in her ministry so no one is limited. She felt 
succession planning would allow people to fill in for one another during absences. She 
understood succession planning and said her team would revisit the plan on a quarterly 
basis. 

Participant #6 stated she was uncertain about leading her youth organization for 
the next five to ten years. Nevertheless, as a result of the training, she had identified 
successors and had nearly completed her succession plan. She expressed the desire to 
include the input of others in her ministry. In response to how the training could be 
implemented in the future, she suggested established a succession planning team once an 
organization has begun. The team will have the task of creating a layout and flow of 
responsibilities, mission/vision statement, specialty groups, leaders, members, contacts, 
and dates. It should be detailed enough to know that if one is missing, another will take 
their place either temporarily or permanently. Even if the organization is divided into 
teams/groups, the succession plan should provide detail knowledge of what, who, when, 
where, and how expectations are carried in order to run effectively. 

Participant #7 articulated uncertainty about leading her ministry for the next five 
to ten years. Interestingly, she postured herself as one would benefit from a succession 
plan because her role was “to learn as much as possible so that I can take over when the 
leader is unable to participate for any reason.” She considered the training to be well 
thought out and identified other areas succession planning could be used, personally and 


in the workforce. 
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Participant #8 planned to lead her ministry for the next five to ten years. As a 
result of the training, she planned to require all leaders to develop a succession plan for 
their area of responsibility. Because of the knowledge and tools she received through the 
training, she considered herself thoroughly equipped to replicate the training with her 
team. 

Participant #9 was uncertain about leading his ministry for the next five to ten 
years. In reflecting back on her past experience in leadership, she regretted not seeking 
the assistance of others so they could learn the ministry. She articulated the dual benefit 
of this. He or she would learn various elements of the ministry and she would learn their 
ability and measure their effectiveness. 

Participant #10 was uncertain about leading her ministry for the next five to ten 
years. She wished she learned about succession planning previously because she felt a 
succession would have greatly benefited her being a fairly new ministry leader. However, 
as a result of the training, she was committed to implementing a succession plan in hopes 


of eliminating any unnecessary challenges for her successor. 


Succession Plan Training Effectiveness—Analysis of Data 
In analyzing the data from the interview responses, the researcher discovered 
while most leaders remained uncertain about leading their ministry for the next five to ten 
years, their perspective changed. The training demonstrated to the participants, the need 
of a succession plan and the critical role it plays in the future success of their ministries. 
Each of the participants wished they had learned about succession planning sooner in life 


because they saw the benefits of the plan as a result of the training. 


Nevertheless, all participants were confident they possessed the necessary knowledge to 
develop and implement a succession plan. In addition to the pre and post surveys and 
interviews, the researcher asked the participants to submit personal testimonies of their 
experience as the last data collection method. The researcher received the testimonies via 
e-mail, recording them anonymously (APPENDIX G). Using the three methods, the 
researcher was able to triangulate the data sources in order to build a coherent 
justification for themes, adding validity to the study.’ The data revealed a recurring theme 


of the need for succession planning in ministry and in life in general. 


Conclusion 

When the author entered the Doctor of Ministry Program at United Theological 
Seminary, he earned his Master of Christian Studies degree only three and a half weeks 
earlier. He was extremely intimidated by the program and was amazed at the very 
thought that one day he could be referred to as a Doctor of the Church. In writing his 
spiritual autobiography, he became aware of the many transitions that had occurred in his 
life both personally and professionally. In consideration of every move in his life, he 
began to notice that moves that included a plan were easier to embrace. He recalled the 
relief he experienced when his mom detailed her desires as she approached her 
impending death. This was exceptionally because the researcher did not deal with 
uncertainty well. He was always a perfectionist sometimes clear instructions were 
instrumental in that effort. 


” John W Creswell, Research Design Qualitative, Quantitative, and Mixed Methods Approaches 
(Los Angeles, CA: Sage Publications, Inc, 2009), 191. 
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The author would visit his home church a few times a year, oftentimes feeling 
embarrassed and ashamed because the ministry was not as good as he left it. 
Unfortunately, at that point in his life there was nothing he could do to change it. 
However, he could vow not to allow it to occur again. It was not until the researcher 
wrote the spiritual autobiography and gained insight from his mentors and peers that he 
realized the connection between his secular profession and the ministry. In his secular 
profession, he was very familiar with succession planning and its role in ensuring 
effortless transitions that occurred within his department. However, he never considered 
using the same skill set within the context of a church. Nevertheless, the Doctor of 
Ministry Program helped him to identify the connection and to implement the skill in 
both contexts. 

In 2009, the researcher faced a transition from Youth Pastor to Assistant Pastor. 
In the transition, he desired to honor the promise he made to himself as well as step out 
on the things he learned about himself in the Doctor of Ministry Program. Throughout the 
transition, he diligently walked through and provided a succession plan to the incoming 
Youth Pastor. It was refreshing to witness the confidence the new leader exhibited as he 
was armed with the information and tools to assist him in his new role. Because the 
researcher remained in the same church, he had the opportunity to see the success of the 
plan without actually leaving the context. The youth ministry grew to be an even greater 
ministry than it was when he served in the position, to the overwhelming delight of the 
researcher. To witness the youth ministry flourish and hear the Youth Pastor speak of 


how impactful the succession plan was continues to warm the heart of the researcher. 
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Amazingly, during phase four of the Doctor of Ministry Program, the 
implementation stage of his project, the researcher experienced another transition. As he 
entered the last succession plan training, he announced to the group participants his 
impending transition from Assistant Pastor at the current context to Senior Pastor in 
another context. The participants were so stunned, they wondered if the author was aware 
of the transition before implementing the training. However, because the author began the 
program two years earlier, they knew it was not planned by the author, but it was simply 
the providence of God. 

For the next thirty days, the author transitioned from instructor of succession 
planning to the implementation of a succession plan of his own. The participants were 
even more grateful for training as a result of the transition. Interestingly, while the 
participants expressed their lack of desire to see him leave, they were comforted by the 
fact they were left with the tools to move on. As he served in his new role as Senior 
Pastor at a church across town, he remained in contact with the participants who were 
fully implementing their succession plans. For the researcher, the most incredible thing to 
experience in the program was to actually witness his project be lived out as he 
approached the end of his journey at United Theological Seminary. 

The project was birthed out of the author’s pain and guilt of leaving his home 
church without a plan. Nevertheless, as a result of the Doctor of Ministry Program, the 
author was able to leave his most recent church in a better condition because they were 
equipped to move forward. Not only is he encouraged about his impact on the ministry, 


but he is also encouraged that he helped participants think about their own mortality and 
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need to succession plan for their families. To have the opportunity to impact lives both 
ministerial and personally was overwhelmingly rewarding for the author. 

Certainly, the Doctor of Ministry Program was no easy feat by any means. 
Considering the work-load while working a full-time job, serving as Assistant Pastor at a 
growing church, and having a two year old daughter was quite daunting. Additionally, in 
the middle of the program, the author and his wife found out they were expecting twins. 
The author was filled with anxiety, wondering if he would be able to complete the 
program. Most importantly, the program paved the way for him to make a lasting impact 
on the kingdom of God by teaching those in his former church about succession planning. 
However, with the support of his wife, mentors, and peers, he was able to complete it. 
Many long days and nights were spent. Many highs and lows were experienced over the 
years, but he is grateful for it all. The Doctor of Ministry Program was more than the 
earning of a degree, but the author developed into a better person as a result of the 
program. He will forever be appreciative of the relationships garnered over the years with 


mentors, peers, and faculty he encountered at United Theological Seminary. 
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TO: Youth Ministry Leader 
FROM: Pastor Timothy Jackson, Jr. 
DATE: March 13, 2014 


RE: Leadership Training 


As you know, I am pursuing a Doctor of Ministry degree at United Theological Seminary 
in Dayton, Ohio and I need your help! I am in the process of doing my doctoral project 
entitled "A Ministry Model to Assist Youth Ministry Leaders in Developing a Succession 
Plan." 


As you know, the youth ministry in particular has undergone several leadership 
transitions over the years. As a result of some transitions, areas of the youth ministry 
floundered for months and sometimes years. The purpose of the training is to equip you 
as youth leaders with the necessary information and tools to develop a succession plan for 
your area of ministry. Prayerfully, by the end of the training, each of you will possess 
what you need to ensure your ministry can be efficacious for many years to come. Life 
happens and anything ranging from sickness to child-birth can limit our ability to serve in 
ministry. Therefore, I believe a succession plan is vital and will assist ministries in being 
able to move forward without the presence of particular leadership. 


The training will consist of 4 weekly training sessions and a pre- and post-training 
assessment. In addition, I will ask some of you to participate in an interview with the 
researcher. Each class will be approximately an hour. Youth leaders, I need your full 
participation. Your responses will be kept confidential and no names or personal 
identifiers will be used in the final documentation. I cannot pay you for your services or 
time. However, each leader that completes all training sessions will be rewarded. 


I sincerely hope that you will consider aiding me in this project that I hope will enhance 
your leadership and ensure the future efficiency of the youth ministry. If you are willing 
to participate, please complete the attached consent form and return to me by March 20. 


Thank you for your time and consideration. If you should have any questions or need 
additional information, please do not hesitate to contact me by e-mail at 
trmothyjacksonjr@gmail.com or by phone at (901) XXX-XXXX (call or text). 


Sincerely, 


Pastor Timothy Jackson, Jr. 
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UNITED THEOLOGICAL SEMINARY 
INFORMED CONSENT TO PARTICIPATE IN A RESEARCH PROJECT 


TITLE OF PROJECT: A Ministry Model to Assist Youth Ministry Leaders in 
Developing a Succession Plan 


NAME OF RESEARCHER: Timothy Jackson, Jr. 
LOCATION OF PROJECT: Olivet Fellowship Baptist Church 


PURPOSE OF RESEARCH: This is a voluntary leadership training to equip youth 
ministry leaders with the necessary information and tools to develop a succession plan for 
your area of youth ministry. Considering the many leadership transitions that have 
occurred at Olivet Fellowship Baptist Church, the goal is for each youth ministry leader 
to have begun completing a succession plan for their area of ministry. The training will 
consist of 4 weekly training sessions to last approximately an hour (dates listed below). 


PROCEDURES/METHODS TO BE USED: In the first training session, participants will 
be asked to complete an initial assessment that will gauge the participants’ knowledge 
and experience with succession planning. This brief questionnaire will also assess 
whether participants deem succession planning as a need in the church. After the 
questionnaires have been completed, the first training session will commence. The 
training will consist of a review of church policies and procedures, the identification of 
succession planning in the Bible, mentoring, and succession plan development. At the 
conclusion of the 4-part training, participants will complete a post assessment. 
Participants will also be asked to complete an interview with the researcher. 


CONFIDENTIALITY: Assessments and interviews will be kept in confidence by the 
researcher and every attempt to maintain anonymity will be observed in documenting this 
data. However, information shared within the training sessions may not be kept 
confidential by other participants although requested to do so. Audio or video recordings 
of any portion of the research will safeguarded at the end of the study. 


PARTICIPATION: I understand that my participation in this research is voluntary. If I 
decide to participate in the study, I may withdraw my consent and stop participating at 
any time without penalty or loss of benefits to which I am otherwise entitled. 


I have read and understand the information stated and willingly sign this consent form. 


Subject’s name printed 


Subject’s signature Date 


Researcher’s signature Date 
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Church ABC 


Succession Planning Training 


Pre-Questionnaire 


Instructions: Please answer the following questions to the best of your ability. This is an 
independent assessment in which you may not use the aid of any other tool or person to 
answer the questions. Your responses will be anonymous and will remain confidential. 


I 


2: 


LZ. 


ite 


Have you ever heard of or know about succession planning? 
Do you feel succession planning is important in the life of the church? 


Do you understand how the ministries of Moses and Paul’s relate to succession 
planning? 


Do you plan to lead your current ministry for the next 5-10 years? 


Would you like to see your area of ministry be successful if you are no longer in 
leadership? 


Would you like to learn how to develop a succession plan? 


Is there someone currently under your leadership you feel could effectively lead 
the ministry if you are no longer in leadership? 


If you were a new ministry leader, do you think you would have benefited from a 
succession plan? 


Do you feel a succession plan would be beneficial to the future success of your 
ministry if you are not in leadership? 


. Have you ever considered developing a succession plan for your ministry? 


. Are you aware of the policies and procedures of the church? 


Do you know the mission statement of the church? 


Do you know how your area of ministry fits into the mission statement of the 
church? 
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Church ABC 


Succession Planning Training 


Post-Questionnaire 


Instructions: Please answer the following questions to the best of your ability. This is an 
independent assessment in which you may not use the aid of any other tool or person to 
answer the questions. Your responses will be anonymous and will remain confidential. 


1. What level of knowledge do you now have about succession planning? 

2. Do you feel succession planning is important in the life of the church? 

3. How important do you feel succession planning is from a biblical perspective? 
4. Do you plan to lead your current ministry for the next 5-10 years? 


5. Is there someone currently under your leadership you feel could effectively lead 
the ministry if you are no longer in leadership? 


6. Ifso, have you begun to prepare him or her for a leadership role? 
7. As anew ministry leader, how do you view the benefit of a succession plan? 
8. Are you aware of the policies and procedures of the church? 


9. Do you know how your area of ministry fits into the mission statement of the 
church? 
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INTRODUCTION 


As part of our continued efforts to improve ministry-wide communication, as well as to 
streamline our Internal processes, this Ministries Manual Is being presented as the first step 
towards maximizing the convenience and efficiency of our administrative processes. 


Throughout this manual, you will find repeated reference to the bible. You are encouraged to 
read any scriptural references provided herein. After all is said and done, the word Is still our 


roadmap. 


it is my hope that this manual Is recelved in the spirit In which it is presented. 
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THE PURPOSE OF THIS MANUAL 


November 5, 2012 


The purpose of this manual is to make service easy at The Place of the Outpouring, We believe that 
information is powerl And this manual is an attempt to empower you as leaders with the tools 
necessary to facilitate the activities of those in your charge. 


The Church Council is charged with developing the formal policies and procedures for the church. This 
manual Is designed to provide “operational guidelines” on an ongoing basis, and may perlodicaily be 
updated. We are hopeful that it will help you in planning ministry activities. 


As the table of contents outlines, this manual contains information relative to: 


Contacts and Activities 
Congregational Life 
Ministry Support 
Financlal Support 
Facility Use 


VWVV WV 


Please check your mailbox for perlodic updates and place them in the “Updates” section of this manual. 
The staff Is privileged to serve the members of the congregational community. Our goal is Kingdom 


Quality and excellence in all our Interactions. We Invite your constructive feedback on our efforts as we 
continue to improve our level of service. We are also interested to know when we have been a blessing. 


For the cause of Christ we serve. 


Charles A. Degraffenreaid 
Executive Assistant/Office Manager 
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ADMINISTRATIVE OFFICES 


MAILING ADDRESS 


Olivet Fellowship Baptist Church 
4450 Knight Arnold Rd. 
Memphis, TN 38118-3126 


OFFICE TELEPHONE/FAX/EMAIL 


Main Contact: (901) 794-7177 
Fax: (901) 794-7634 
Email: info@theplaceoftheoutpouring.ore 


Website: www.theplaceoftheoutpouring.org 


ed it AE a, 


REGULAR OFFICE HOURS 


Monday 8:00 am — 5:00 pm 
Tuesday 8:00 am — 5:00 pm 
Wednesday 8:00 am~- 8:00pm 
Thursday 8:00 am — 5:00 pm 


Friday 8:00 am — 12:00 noon 
Saturday 9:00 am — 12:00 noon 
Sunday 8:00 am — 11:00 am 


CLOSED ON FEDERAL HOLIDAYS 
(or at the discretion of the Senlor Pastor) 
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STAFF CONTACTS 





(901) 794-7177 


TITLE 


NAME Oe eee 


Dr. Eugene L. Gibson, Jr. 
Ext: 105 
Rev. Timothy Jackson 


pegging gets ee oehe oe Ee Sree ne ee ad gr ae am ote Me el ee oe ah rar 


Charles A. DeGraffenreaid 


charles@theplaceoftheoutpouring.oreg 
Ext: 102 


Camille Gray 
camille@theplaceoftheoutpouring.org 
Ext: 100 | 

Barbara Kirk 

Exti1i122tt™*” 

Calvin Barnes 

calvinkeyz@gmail.com 

Ext: 112 

Lady Nicole Glbson 

Ext: 104 


Charleen Sanders 


Andrew Hearn 


Senior Pastor 


Assistant Pastor 


Executive Assistant to Dr. Gibson 
Office Manager 


Administrative Assistant 


Membership Secretary 


Minister of Music 


Media Manager 


Facility Technician 


Facility Techniclan 
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CHARACTERISTICS OF THE MINISTRY LEADER 





nF 


So what does the bible say about leadership? What guidance Is offered In the word to those 
who have chosen to accept leadership roles in the church? 


Paul says in Galatians 2:20, “It is no longer | who live, but it is Christ who lives in me, And the life 
| now live in the flesh, | live by faith in the Son of God, who loved me and gave himself for me,” 


Paul knew that the “Christian” leader follows Jesus first, dles to self, and lets Jesus have contro! 
in order that others might find the same path. Always remember, people are watching the 
behavior of our leaders and listening to their language. 


2 Timothy 2:24 
24 And the Lord's servant [1] must not be quarrelsome but kind to everyone, able to teach, 


patiently enduring evil, 


Colossians 3:23-25 
23 Whatever you do, work heartily, as for the Lord and not for men, 24 knowing that from the 


Lord you will receive the inheritance as your reward. You are serving the Lord Christ. 25 For the 
wrongdoer will be pald back for the wrong he has done, and there is no partiality. 


Acts 20:28 
20 Pay careful attention to yourselves and to all the flock, in which the Holy Spirit has made you 


overseers, to care for the church of God, which he obtained with his own blood. 


Knowing these things, we should remember that we can only lead to the degree we are willing 
tO SEFVE.., 


Matthew 23:11-12 
1 

. The greatest among you will be your servant. 12 For those who exalt themselves will be 
humbled, and those who humble themselves will be exalted, 
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WEEKLY ACTIVITIES AND WORSHIP OPPORTUNITIES 





WEEKLY WORSHIP 


Discovery Hour Sunday School 


Worship Planning Meeting 


WOW WEDNESDAY BIBLE STUDY 


HI Def Youth Bible Study 


MUSIC MINISTRY 





Men’s Choir Rehearsal 
Youth Choir Rehearsal 
Children’s Cholr Rehearsal 
Sanctuary Cholr Rehearsal 
Youth Dance Rehearsal 
Praise Team Rehearsal 
Annual Day Choirs 


Dance Ministry Rehearsal 


Sundays 
5'4 sundays 


Sundays 
5'4 sundays 


Tuesday 
Wednesday 


Wednesday 


Tuesday 
Wednesday 
Wednesday 
Wednesday 
Wednesday 
Thursday 
Thursdays 


Wednesday 
Saturday 


8:00 am 


11:00 am 
10:00 am 


9:30 am 
8:30 am 


6:00 pm 
7:00 pm 


7:00 pm 


6:00 PM 
6:00 pm 
6:00 pm 
8:00 pm 
8:00 pm 


7:00 pm 


Sanctuary 


Conference Room 
Sanctuary 


LOL Lounge 


Choir Room 
Choir Room 
Chapel 
Choir Room 
Chapel 


Choir Room 


6:00 pm (as announced) 


6:00 pm 
9:00 am 


Mirror Room 
Mirror Room\ 


JANUARY 
1 


FEBRUARY 
24 


MARCH 
17 
18-19 


JUNE 
16 
23 
25 


JULY 
21 
22-23 


AUGUST 
9-10 
TA 


SEPTEMBER 


15 


OCTOBER 
29-27 


NOVEMBER 


26 
28 


DECEMBER 


25 
31 


2013 CHURCH CALENDAR 
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Happy New Year! 


Office Closed 


Sankofa Sunday 


Pastor’s Anniversary 
Shepherd’s Week Revival 


Father's Day 
Men’s Day 
Pastor Gibson’s Birthday 


13" Church Anniversary 
KT Whalum Revival 


Annual Youth Retreat 
Youth Day 


PALMS Day 


Women’s Weekend/City-wide Women’s Worship 
Service 


Annual Thanksgiving Basket Outreach 
Thanksgiving Service 10:00 am 


Annual Christmas Service/Choir Concert 10:00 am 
Watch Night Service 10:00 pm 


Los 
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CONGREGATIONAL LIFE 





Y DEDICATIONS Baby dedications will be held once per quarter during the 11 am worship service as 
outlined below: 


>» March 17, 2013 

> June 16, 2013 

> September 15, 2013 
> December 15, 2012 


Bulletin Announcements will begin 2-4 weeks prior to the dedications. The name(s) of the child(ren) to 
be dedicated should be turned In prior to the dates listed above. Any child that is submitted after the 
due date will be dedicated the next quarter 


BEREAVEIMENTS/FUNERALS The church is committed to walking with those who have lost loved ones. 
When a death is reported, the following will take place. 


> Notification of Pastor and Leaders The pastor, ministers and deacons will be immediately 
contacted in the event of the death of a member or Immediate family member of-a member. 
The Senlor Pastor and/or the Minister-on-cail will make contact with the 


> Distribution of Bereavement Notice/Form A “Bereavement Notice” will be sent via email by the 
staff to the Associate Minister Representative, Deacon Chair, and appropriate Birth Month 
Fellowship Chair. In cases where services will be held at the church, a Bereavement Form (see 
“Forms” section) will also be provided to ensure that all appropriate organizations In the church 
are alerted of thelr role(s). These ministries include, but are not limited to: 


Culinary Ministry 


Media Manager 

Minister of Music 

Ministry Asststants’ Leaders 
Church Clerk 


o0o00 6 


> Expressions of Sympathy A plant will be sent from the Pastor and the congregation to the 
members who have lost an Immediate family member. Birth Month Fellowships may also opt to 
send a plant, spray or other expressions of sympathy that will be deducted from the Fellowship 


budget. 


> Repasts If requested by the family, a repast for up to 100 people will be provided by the church 
for active members at no cost. Members who have lost Immediate family members (L.e., 
spouse, child, parent or sibling) may request a repast for up to 50 people. There is a cost of 
$5.00 per person for over 100/50. It Is at the family's discretion whether the meal should be 
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delivered to a residence or served in the Fellowship Hall. Other requests will be reviewed ona 
case-by-case basis. 


HOME BLESSINGS Requests for the Pastor or an Associate Minister to bless a member's home should be 
called into the Administrative Assistant Monday —Friday between the hours of 8:00 am and 5:00 pm. 
The message will be forwarded to the Pastor and the call returned. If the pastor is unable to perform 
the home blessing, he will assign the task to another minister with the input of the member. 


WEDDINGS Wedding requests for members and non-members should be made by contacting the church 
office. The request will be forwarded to the Wedding Coordinator who will contact the couple with 
necessary Information and procedures. 
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MINISTRY SUPPORT 





ANNOUNCEMENTS 


Audio and bulletin announcements are reserved primarily for communication of church-related 
activities. Audio announcements In most cases will be brief, and will direct members to other sources 
for full Information (l.e., to another member, the bulletin, the bulletin board, etc.). This Is done in 
consideration of time during the worship service. 


Requests for media and bulletin announcements should be submitted: 


oOo ¢c 6 


ona Bulletin-Pulpit Announcement Form (see “Forms” section), and written legibly or typed 
no later than 1:00 pm each Monday for medla/audio announcements 

no later than 1:00 pm each Tuesday for bulletin announcements 

submitted via fax, email or In person 


*Effective Immediately, no announcements will be taken ov hone, This is In an effo 
o avoid errors and miscommunication of informatio 


Medla/Audio Announcements — Media announcements are taped every two weeks (schedule 
Included), and will run for two weeks. You should ensure that your announcement is submitted 
at least three weeks in advance of your event, as the announcement will run for two weeks. No 


announcement will be accepted if it would be Included in a viewing that runs past the date of 


your event. Announcements may be edited for time (at the discretion of the Media Manager). 


Bulletin Announcements — Generally, bulletin announcements will be prepared for major 
church events, and may run 2-4 weeks prior to the event based on other entries. The number of 
entries per week may be limited, and space Is on a first come first served basis. 


Pulpit/Pastoral Announcements - Pulpit announcements are not meant to be used as a vehicle 
for relaying announcements In the same manner as bulletin and media announcements, and are 
at the discretion of the pastor. You should submit your announcement at least two to four 


weeks advance. 


Information Center/Bulletin Board - Announcements and information for the bulletin board In 
the Information Center (near the rear entrance) should be submitted to the church office for 


review before posting. No information should be posted on the bulletin board without approval 


from the office. 
Non-Church/Community Requests Due to limited space, requests for announcements from 


outside sources will be reviewed by the Senior Pastor. The Senior Pastor will determine Inclusion 
in bulletin, media or pulpit announcements. 


-10- 


[165] 


ADMINISTRATIVE SUPPORT REQUESTS — The administrative support staff is eager to serve you. In an 
effort to allow adequate time for completing requests with minimal errors, please make note of the 


following: 


> Routine Requests These requests Include letters, post cards, copying, etc. Please: 


o submit request at least one (1) week prior to date needed 
o submit on an Administrative Support Services Request Form (see “Forms” section) 


> Administrative Support Services — Requests for large print Jobs (booklets, graphics design, 


special events programs, etc.) should be submitted via the Administrative Support Services 


Request Form (see “Forms” section) at least four (4) weeks prior to the date needed. This 


allows time for graphic design/layout, proofing, approval and printing. It also helps to avoid 
additional costs associated with rush processing. 


COMMUNICATIONS Communication of ministry Information is crucial in keeping members well- 
informed. In our quest to accomplish this, creativity is paramount. To that end, several methods of 


communication are available. 


> 


Bulletin Due to space limitations, the weekly bulletin can feature brief announcements that will 
occur within a four-week period or for major events that require advance registration. | 
Guidelines for announcements and inserts are outlined in the “Announcements” section above. 


Bulletin Boards The ministry bulletin board is located near the rear entrance. It Is used for 
ministry information, sign-up forms and select community announcements. Requests for 
posting material on the board should be submitted to the church office. 


Emall Email Is by far the quickest, most cost-effective way to communicate. While some 
members are not computer savvy, and others don’t have access to email throughout the day, 
the vast majority of members are connected. Leaders are encouraged to get email addresses 
from members and set up your own distribution lists. The church will maintain a current 


distribution list of: 


Associate Ministers 

Deacons 

Trustees 

Church Council 

Staff 

Birth Month Fellowship Leaders 
Special Events Chalrpersons 


\ sO ee © ee © De © Te © ae © 


Information will routinely be sent via email to leaders with a request to share it as needed. This 
Is particularly true regarding funeral arrangements, ilinesses, etc. 


mae eo 
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> Home Mallings if information to be shared ts very detalled or requires a more personal touch, a 
letter or postcard malling may be needed. This allows leaders/chalrs to share full details and 
include flyers, etc. that cannot be Included In the bulletin or through other means. However, 
the cost of postage should be considered. If ministries choose to communicate via mail to their 
ministries more than 1-2 times per year, the cost of postage may be deducted from the annual 
budget for your ministry. 


> Ministry Mallboxes Each ministry and staff person has an assigned mailbox in the office. 
Information may be left for other ministries during normal office hours and should be placed in 
the slot box above the name. Because space is limited, mailboxes should be checked at least 
once per week, A slot containing various sized envelopes was created to allow confidential 
information to be sealed before placing it in mallboxes. 


> Phone Tree The church has invested In a phone tree system that allows a pre-recorded message 
to be sent to the full membership or selected portions of the membership database. Based on 
the number of households to be called, the system could take several hours to several days to 
complete the tasks. Therefore, requests for use of the phone tree should be submitted on an 
Adrninistrative Support Services Request Form (see “Forms” section) at least one week prior to 
the start date. The specific message should be written on the form; however, editIng may be 
necessary. Messages should not be much longer than 30 seconds, 


FACILITY MAINTENANCE The facility maintenance staff is eager to serve. Formerly known as “Sextons”, 
they are now called “Facility Techniclans”. Their job is to maintain the cleanliness of the building, and 
their duties are performed during normal business hours. There are currently two (2) full-time Facility 
Technicians. However, due to the size of the facility, your help Is needed. Ministries are asked to clean 
up after meetings or activities, to include picking up trash, placing chalrs back In place, etc. Your 
assistance Is appreciated. This is our house, and we should make every effort to make at place we can 


be proud of. 


MEDIA The Media Ministry offars support during worship services and makes CD's and DVD's of 
services available for purchase. CD’s may be purchased after each service on Sunday. DVD’s may be 
purchased by completing a CD/DVD Order Form (see “Forms” section), and turning it in to the media 
booth. A Media Ministry representative will call when the order Is available for pick-up. In the event 
that an order Is not received, the Media Manager should be contacted. 


(MEMBERSHIP UPDATE In instances where members In your ministries change addresses, phone 


numbers, etc., please encourage them to complete a Membership Update Form (see “Forms” section) 
and turn it in to the office. This will aid In keeping our database accurate. 


-12- 


167] 


FINANCIAL SUPPORT 


EXPENDITURES AND CHECK REQUESTS 


> Event Planning Expenditures When planning major events, leaders/chairs should 
research and obtain written quotes for goods and services needed. Quotes and 
contracts (as needed) will be reviewed by the Senior Pastor and Trustees, and a decision 
will be rendered. Church funds should not be committed prior to recelpt of an 
approval. Reimbursements for purchases made prior to an approval may not be 
honored. 


> Check/Purchase Order Requests Checks are generated weekly on Wednesday evening. 
in order to be included in the check run, purchase orders must be submitted ona 
Purchase Order Request (see “Forms” section) and be received no later than 12:00 
noon each Tuesday. All requests will be reviewed on Tuesday afternoon and will be 
ready for submission on Tuesday. Checks will be mailed to the noted recipient or they 
can be picked up by the ministry leader or his/her designee. 


>  Sam’s Wholesale Card Use of the church’s Sam’s Wholesale card ts for ministry 
purchases only. The church's Sam’s cards can only be used in conjunction with a church 
check. If purchases to Sam’s are needed, a Purchase Order Form (see “Forms” section) 
should be made out to Sam’s and submitted by 12:00 noon on Tuesday of each week. 
The purpose of the purchase should be noted In the description section of the form. 
Recelpts from the purchase should be submitted within two (2) days of the purchase. 


> Tax Exempt Forms Use of the church's tax exempt status is reserved for church 
purchases only. Requests for tax exempt forms should be made to the church office 
during normal business hours along, and the purpose stated. 


>  Submisison of Receipts In cases where funds are Issued for the purchase of materials 
for church-related events, a Petty Cash Voucher (see “Forms” section) must be 
submitted along with receipts within 2 days of purchase. This allows for timely 


accounting. 
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ANGI AUR MUN) & 


FACILITY REQUESTS 


> Ministry Activitles Priority for use of the facility will be given to ministry-related 
activities. A Facility Request Form (see “Forms” section) should be submitted at least 
two (2 ) weeks prior to the event for meetings, etc. Requests for major events 
requiring special set-up, media and other support should be submitted a minimum of 
six (6) weeks prior to the event, and earlier if possible. 
o Note: Due to minimal staffing, it is important that you enlist assistance from 
those affiliated with your event for help in setting up, moving furniture and 
equipment, etc. and returning the event space to its original cleanliness. 


> Personal Requests Personal requests for use of the facility for events such as family 
dinners, cooking in the kitchen, family reunions, etc. should be submitted on a Facility 
Request Form (see “Forms” section). Requests will be reviewed on a case-by-case basis. 
A decision will be made based on date needed, activitles scheduled and staff available 


for support. 


> Community Requests Community requests (1.2. adopted schools, etc.) should be 
submitted on a Facility Request Form (see “Forms” section). Requests will be reviewed 
on a case-by-case basis. A decision will be reached based on date needed, activities 


scheduled and staff avallable for support. 


VAN REQUESTS Use of the church van Is restricted to church-related business. Drivers must be 
included on the church Insurance prior to use. All requests for van usage should be submitted 
ona Van Request Form (see “Farms” section). The office staff will work to secure one of our 


covered drivers to drive. 


side 
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FOLLOW-THROUGH 


Many times, we find that great ideas are presented, but then handed off with the expectation 
that someone else will complete the task. It Is critical that Ministry Leaders not only initiate 
events or functions, but to also see the function through to completion. Persons may be 
designated to perform certain functions for that ministry, but the Ministry Leader has the 
ultimate responsibility for the success or fallure of your event. Always remember......Follow 
Throughi! Let’s not just assume that someone else will do it. *Pastor Gibson and the church 
office reserve the right to cancel/postpone on any events where proper procedures are not 


followed. 





roposed events must be submitted to the church office for approval before scheduling the 
event. This Is to ensure that it does not conflict with any other events, as well as to protect the 
integrity of the church, and to ensure proper staffing. 





Proposals should include, but are not limited to the following information: 


Nature of the event 

Date of the event 

Primary Contact/Responsible Party 
Target Audience 

Expected attendees 


VV VV WV 
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FORMS INDEX 


Administrative Support Services Request Form 
Bereavement Form 

Bulletin Announcement Form 

Facility Request Form 

Media Ministry Order Form 

Membership Update Form 

Petty Cash Voucher 

Purchase Order Form 


Van Request Form 


= 4B 
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ADMINISTRATIVE SUPPORT SERVICES REQUEST FORM 


Requestor . 
Ministry es 
Contact Numbers (H)___ - (Work/Cell) 


Email Address 








TYPING/GRAPHIC DESIGN RE 


LI Letter C] Report [CJ Flyer (1 Brochure C] Program 
[J Other (Specify) | 
Format: [} SingleSpace [1 Double Spaced CJ PowerPoint 


Special Instructions: (Attach a sample if necessary). 





COPY REQUEST 
Number of Copies [] Single Sided LJ] Double Sided 
LJ Collated [J Stapled L}] Hole Punched 


C] Other (Specify) 


Special Instructions: - 








PAPER CHOICE - 
Paper Weight: C] 20lb. [] 24 Ib. [C] Card Stock 
Paper Color: L] White C] Other _ 
(Specify Color) 
MAIL OUT 
Mail Out Type Cl Letter C] Brochure LC) Newsletter 
[.] Other (Specify) 
Date Needed in Homes 
Pastoral Approval Date 


Over —> 
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ADMINISTRATIVE SUPPORT SERVICES REQUEST FORM 


PHONE TREE 


Who should receive the message? 
[] Ministry Members (Specify) : 
[1 Fellowship Members (Specify) 


[-] Select Population of the Church (Specify) 








Te) ~ CURVES SB a eee re 
Dateinformationisneeded: 


Message: 











TO BE COMPLETED BY ADMINISTRATIVE SUPPORT SERVICES STAFF 


Date Needed 





Date Promised 
Date Completed 


Completed By 


NOTES 
This section should be used for notes associated with this project. 





S$ 
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“The Place of the Outpo uring” 
BEREAVEMENT INFORMATION FORM 























| NAME OF DECEASED: a - | 
Be MEMBER: = 
at ee, Netipae andy here se ie =k peti Sih Ts 
"DATE EXP RED: _ 
ie nie 3 Sant 5 ifr oe “ps: Pertti ne TCL x 4s ie AS 
“FAM! ILY OF DECEASED: 
- DECEASED FAMILY RELATIONSHIP 
_( )Huspanp | ( ) Wire () MOTHER __| () SON” ___ | C) GRANDCHILD [Q)NePHEW ) NEPHEW 
( )}BROTHBR | ( )SISTER & ) FATHER ( ) GRBAT- ~~ | () Cousin ( ) FATHER-IN-LAW 
| een, ee FT opti eesiocsaf GRANDMOTHER | 
| (_) AUNT ) UNCLE DAUOUTER | GRANDFATHER ) NIECE MOTHER-IN-LAW on 
Pistoia ce ae Peay erty cee en ee =“ mah 












T Zip | 7 Saba NUMBER 






oa x State - 


| ADDRESS 


F UNERAL / VISITATION ARRANGEMENTS 






FUNERAL HOME: 


| ADDRESS: PHONE NuMBER: | 











“DATE OF VISITATION: 
LOCATION: 


DATE OF SERVICE: | 





BURIALS st rEt 












() 
“MINISTRY IC YR. CAREY (MINISTRY (YD. THAXTON 
NOTIFICATION: _DEACONS ASSISTANTS MEDIA 





LULOGY: | (Pastor Gison _| ( 


OFFICIATING PASTOR GIBSON | 
INTERMENT: ~ DPASTOR GIBSON 


Pit ea a a 
d og 


"FLORIST: 




















ee ra ay tar i mi vA gt ones pepe Te Ly ee a a ee ed 
: A Meas irc Ee btegat Mae ie a a aie ts Boe fas ee yt are oe ee 


REPAST: | | sire FO)YES ’ NOMIDER 7m 
| nie —___(_) CHECK Here IF Foop WILL BE SENT To FAMILY HOME 





[174] 





BULLETIN/PULPIT ANNOUNCEMENT REQUEST 
Ministry Name__ 





Date(s) Announcement(s) Should Run 





Please Check Type of Announcement 
Bulletin Pulpit/Audio Both 


eR pep 


Note: Pastor Gibson makes the final decision on which announcements are included in the 
pulpit/audio announcements. 


Please write the announcement as it should appear in the bulletin. Note that space is 
limited so announcements should be concise and include contact name and phone number 
for additional information, Based on space editing may be necessary. 


SO 0 ee 
Doewytienve Pliorie IN rrr gg 


Primary E-mail Address _ ——————————————————— 
For Office Use Only 

Date/Time Received 

By 
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FACILITY REQUEST FORM 
Sponsoring Group/Ministry 7 


Nature of Event | 
(Example: Meeting, Rehearsal, Luncheon, ete.) 


Primary Contact : 


Hm Phone | Wk Ph | se 


Set-Up Time ______ (AM/PM) 








Event Date____ 
Start Time _____(AM/PM) End Time (AM/PM) 
Event Frequency ~- Please check/circle all that apply. 
Daily Weekly M Tu W Th Fr Sa Su 
Monthly aa ae 
Space Requested ___ 
Approval Date , 





SET-UP SPECIFICATIONS 


(From the list below, please check the specifications required for your event.) 





SET-UP 
Classroom Style Seating for People 
Tables Needed? ___—iYees No 
Check Type of Tables 





Round | Qty w/____Chaits 
6 fi. Oty  w/___ Chairs 
Sf.  . Qty w Chairs 


Table Covering 
Paper __ Cloth 
__ Skirted Head Table(s) for ___.. People 
_____ Display Easel(s) in Area 
_. Flip Chart Stand w/ Pad and Markers 





Over Please —> 
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FACILITY REQUEST FORM 
SET-UP SPECIFICATIONS. 







MEDIA 
VCR/DVD/TV Monitor 
Large Screen Projection (Available in the Sanctuary only) 











Microphones Needed? Yes No Qty 
MISCELLANEOUS 

Music Support Needed? Yes No 

If yes, please specify 

Security Needed? Yes No 





If yes, how many officers? 


NOTE: If bulletin announcements or support from the administrative staff is needed, please 
complete the appropriate request form. 





STAFIVLEADER DISTRIBUTION 


___._.. Administrative Support Staff Date ss 
_____. Facility Technicians Date 
___ Media Staff Date 
_____.. Music Staff Date 
Trustees Date 


ean ce titcetne gerd 


Other — Date 


FOR STAFF USE ONLY 





Received By _—— Date 


Notes | 
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Pull Fp ‘ ayes 


MEMBERSHIP UPDATE FORM 





Name Membership Number 
Demographics | | . 
Marital Status (Check Once) Single Married Divorced ____ Widowed 





Spouse’s Name 





Is spouse a member? Yes No 





Employer ee 
Position. 
E-Mail Address (Primary) 
































Address 

Home/Main = 

City, State, Zip 

Phone Numbers 

Home( ) er eee! Private? Yes No 
2"! Yome( ) Private?____Yes __No 
Business () Ext. 

Cell( ) . _Pager( ) 


Kemergency Contact 





Name a 
Relationship ee 

Home( ) —— Work(  ). 

Cell( ) 





Received By __ , | Date 


Input By | Date 
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Date: _ Voucher #: 

Organization: 

Received By: = : 
Amount Balance 


Advance: Check Number 
EXPENSES 


Payee: : 





Payee: . eh een 
Payee: 
Payce: 
Payee: : etic eee 
Payee: 

Payee: | , a 

Payee: 

Payee: 

Payee: | | | esses 

Payee: | 


Payee: 


Balance Forwarded/Refunded 


Church Official: —_ ee Date: 
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4450 Knight Arnold Road ~ Memphis, TN 38118 
Phone: (901) 794-7177 Fax: (901) 794-7634 


PURCHASE ORDER REQUEST 





Purchase Order Number 





VENDOR INFORMATION 
Heike Please Provide a Valid Mailing Address****** 4*** 
Name: 
Address: 
City, State, Zip 


= | SHIP TO 
Olivet Fellowship Baptist Church -- 4450 Knight Arnold Road - Memphis, TN 38118 
(901) 794-7177 


Qty | Units Description ___|__ Unit Price TOTAL | 








*Checks will be held in the chureh office for seven (7) 

| business days or mailed upon request. After 7 days, 
all unclaimed checks will be mailed or returned to 
finwunce and voided. 





| Sub-Total | 
Shipping/Handling 
—_ [roraL | 
Shipping Date 
| PAYMENT DETAILS 
CJ Cash X Check [} Account Number (] Credit Card 
Approval ae Date 
| Date 


Approval 


Comment: 
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; eae is 

i 
ST FORM 
Ministry _ a ee 


Destination 





Number of Passengers . 


Contact Person | 
Hm Phone | Wk Ph Cell 


ASSIGNED DRIVER(S) 


Assigned drivers are approved to drive the church van and are covered on the insurance. 





Date Requested 7 Departure Time (AM/PM) 


Return Time (AM/PM) 


FOR ST ARE USE ON LY 





Request Received By = Date 


Approved By __ Date 
(All requests will be reviewed and approved by Pastor Gibson or his designee.) 


Van Fueled By Date 


Beginning Mileage : 





Key Released By = Date —o- 
(Staff or Trustee) Time 

Key Received By | Date 
(Staff or Trustee) Time __ 


Ending Mileage 





Notes 


—=— 
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DEADLINES AT-A-GLANCE 


Administrative Support Requests (Routine) At Least 1 Week Before Needed 

. Administrative Support Requests (Special) At Least 6 Weeks Before Needed 
Media/Video Announcements Each Monday by 1:00 pm 
Bulletin Announcements Each Tuesday by 1 pm 
Timesheets Each Tuesday by 1:00 pm 
Purchase Orders/Check Requests Each Tuesday by 12:00 Noon 
Facility Requests (Meetings, Rehearsals, etc.) At Least 2 Weeks Prior to Date 
Facility Requests (Special Events) At Least 6 Weeks Prior to Date 
Receipts and Petty Cash Vouchers No Later Than 2 Days After Purchase 


07s 
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Viedla Announcement Taping Schedule 2012 


The Media team would like to serve all ministries by facilitating timely communication throughout the 
congregation. In order to serve all ministries with Kingdom Quality, we are providing a schedule of our 
tapings as well as deadlines for submissions of media request. 


All requests for Media Announcements must be submitted to the church office or to 
chamilton@theplaceoftheoutpouring.org. Please submit all requests one (1) week prior to all tapings. 


he 8 el mire tae i ta tara 


Recording Dates Run Dates 
April 5, 2012 Aprit 8" & April 15" 

April 19, 2012 April 22°" 

May 3, 2012 May 6" & May 13" 

May 17, 2012 May 20!" & May 27"" 

May 31, 2012 June 3 & June 10" 

june 14, 2012 June 17" & Jane 24th 

June 28, 2012 july 1° & July 3° 

July 12, 2012 July 15!" & July 22nd 

August 2, 2012 August 5" & August 12" 
August 16, 2012 August 19"" & August 26" 
August 30, 2012 September 2 & September 9" 
September 13, 2012 September 16" & September aa” 
October 4, 2012 October 7" & October 14" 


th 


October 18, 2012 October 21“ & October 28 
November 1, 2012. November 4" & November 11 
November 15, 2012 November 18" & November 25" 
Novernber 29,2012 December 2” & December gi" 


th 


****Dlaase note, media announcements do not run on 5" Sundays**** 


- 28 - 
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EVENT PLANNING CHECKLIST 


Request approval through the church office 
(2 weeks prior for meetings) 


(6 weeks prior for events) 


. Receive approval from the church office for the event 


Set the date of the event 

Determine if there Is a theme/scripture 

Request space/equipment needed (rooms, tables, mics, etc.) 
Determine target audience (entire church, ministries, departments) 
Determine how target audience will be reached (bulletin, media, etc.) 
Submit announcements to the church office (see “Ministry Support”) 


Enlist help with set-up and break-down 


10. Perform final walk-through of space to ensure nothing Is missed 


*Note: No set-up (furniture moved, tables, chairs, etc.) will be performed on the day of 
your event. The staff is happy to work with you to ensure that everything Is in place 
ahead of time. Same-day requests may not be honored. 


£208 
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INTEPERSONAL RELATIONSHIPS 





The two most Important types of communication are between man and God and between 
human beings. Communication Is more than just our ability to talk, but also to listen. As we 
communicate with God, the flrst part of that communication Is listening. God’s primary ways of 
communication with us are through the His Word (Romans 10:17) and by the Holy Spirit (John 
14:26), God speaks to all believers through the vehicle of the Bible, which ts all we need to 
equip us for the Christian life (2 Timothy 3:16). 





In order to fully understand God’s communication with us, we must be diligent to read, study, 
memorize and meditate on His Word. Trying to shortcut this process by seeking extra-biblical 
revelations or “hearing” God’s voice is not only unscriptural, but opens us up to the deception 
of our own fallen nature (Jeremiah 17:9; Proverbs 3:5) or worse, the deception of demons who 
are always looking for inroads Into our minds (1 Peter 5:8). 
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APPENDIX F 
SUCCESSION PLAN TEMPLATE 
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CHURCH ABC 
SUCCESSION PLANNING 
For 
Ministry 
1. Rationale 
The __ area of the youth ministry is central element in the success 


of the overall youth ministry at Olivet Fellowship Baptist Church. The goal of this document is 
to provide critical information related to the ministry, church operations, policies and 
procedures to ensure ministry efficiency. A succession plan is equally helpful in facilitating 
smooth leadership transitions if/when they occur. 


This document outlines a succession plan your area of youth ministry at Olivet Fellowship 
Baptist Church. 


2. Succession plan in the event of the following absences: 
- Permanent planned 
- Permanent unplanned 
- Temporary planned 
- Temporary unplanned 
3. Ministry Leaders 


Name 
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4. Ministry Leaders 





4. Key Ministry Dates/Times 
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5. Other Key Ministry Leaders/Organizations 





APPENDIX G 
PARTICIPANT TESTIMONIALS 
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Participant #1 


The succession plan training only impacted me as a ministry leader but it also shed some 
light on how it is imperative that I make a succession plan for my life and the future of 
my family. Thanks to this training and being selected to be a part of this training I now 
have the tools to set up a plan for my family and pray that things will go according to 
plan without fail, flaw or hiccup. This succession planning training was very beneficial as 
far as my position at the office goes also. I now know what I need to do to train the 
incoming intern for this position and to be successful. 


Participant #2 


During one of the classes, it was discussed that succession planning has been around for 
years, maybe called something different. As a leader I feel my ministry deserves to have 
a capable person to carry on. As an individual it was a growth process in me to bring 
others along to enhance my ministry and to try and make it greater than it is currently. 


Participant #3 


The training gave me the succession plan template I need in order to proceed, promote 
and prepare for the desired success as a ministry leader, the ministry as a whole and in 
every aspect of my personal life (as a wife, mother, daughter, sister, aunt, friend, 
employee, potential employer and entrepreneur). 


Participant #4 


The training showed me the bigger picture of ministry. I've always known ministry wasn't 
about self but to have a plan of succession never came to mind. However, after the 
training, now it makes since. Many that don't know about succession planning oftentimes 
feel stuck in a ministry and a succession plan allows a sort of relief for them to find rest 
even in the midst of ministry. 


Participant #5 


As a result of the training, I realize not only do we need a succession planning at church 
its needed at home too. 
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Participant #6 


As a ministry leader, my expectations are more detailed and clearer to myself and I'm 
sure they are clearer to those I shall lead. As far as my area of ministry, it will be able to 
function in my absence and key roles will be fulfilled. As an individual, goals are and 
deadlines are clearer because all variables will be covered for the organization to 
continue. 


Participant #7 


The training provided me with tools that can be used on many levels of my life. The 
tool/form the facilitator provided that list information that your spouse and/or family 
member needs to know should something happens to you is very beneficial! I feel that 
God wants us to be prepared this is why he has given us this knowledge to do so. It is our 
responsibility to follow through. 


Participant #8 


The training made me aware of the things people I would consider for succession do not 
know, but they should know if they are to be a successor. I believe preparing someone for 
succession will have a positive effect on the operation of the ministry and empower the 
potential successor. As an individual, it has caused me to start working on what 
information needs to be in place for my family left behind in the event of my death. 
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